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Labour motivation in agricultural enterprises: Theoretical
foundations and the state of development in Ukraine

Abstract. The relevance of this study stems from the fact that, despite the decisive role of motivation
in ensuring labour productivity and socio-economic stability in rural areas, its level at Ukrainian
agricultural enterprises remains low due to insufficient remuneration, seasonal work, and unstable
employment. The aim of the study was to analyse the relationship between wages and employment
in the agricultural sector of the economy and to determine the significance of economic and non-
economic factors in employee motivation. The study employed structural and comparative methods,
as well as statistical analysis. The research demonstrated that the components of labour motivation
include incentives and interests, which may be influenced by employers or the state in order to
motivate employees. At the same time, incentives may be both material and non-material. The
approaches of various scholars to the study of labour motivation were also examined. An analysis of
wage dynamics showed that during 1995-2024, nominal wages in agricultural enterprises increased
by more than 120 times, while real wages rose by 9.7 times, indicating an improvement in material
working conditions. Nevertheless, the wages of agricultural workers remained below the national
average: in 1995 the gap amounted to -30%, while by 2024 it had narrowed to -16%. In the field of
employment, a steady downward trend was observed: the share of employees in the agricultural
sector within the overall employment structure decreased by 20.3%, driven by technological
modernisation, seasonality, and demographic changes in rural areas. At the same time, the trends
observed in the agricultural sector were more favourable compared with other sectors, namely
construction and industry. Overall, the findings indicate that, despite improvements in financial and
social conditions,labour motivationrequires a comprehensive approach combining economic, social,
and psychological factors. The obtained results are of practical significance for the development of
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effective motivational mechanisms capable not only of increasing labour productivity but also of
ensuring the sustainable socio-economic development of Ukraine’s rural areas

Keywords: wages; employment; unemployment; agricultural sector of the economy, incentives;

labour efficiency

INTRODUCTION

The relevance of the study is determined by the
need to identify effective mechanisms of la-
bour motivation in Ukraine’s agricultural sec-
tor, which is characterised by low wage levels,
seasonal production, and a high dependence
of outcomes on natural, climatic, and market
factors. Under current conditions of increasing
competition for labour resources and growing
migration processes, it is important to establish
a comprehensive motivational system combin-
ing economic, social, and psychological factors
influencing employees. In addition, the develop-
ment of market relations, Ukraine’s integration
into the global economic environment, and the
introduction of innovative technologies in agri-
culture impose new requirements on personnel
management, particularly regarding approach-
es tolabour incentives. Effective staff motivation
is becoming a key factor in increasing labour
productivity, strengthening enterprise com-
petitiveness, and ensuring sustainable devel-
opment. Thus, the study of labour motivation
mechanisms in agricultural enterprises is time-
ly and carries significant theoretical and practi-
cal importance for improving human resource
management systems under modern economic
challenges. The issue of labour motivation is of
particular relevance within the context of stra-
tegic management in agribusiness. Modern ag-
ricultural enterprises operate under conditions
of intensified competition in the labour market,
the introduction of digital technologies, and the
automation of production processes, all of which
transform the requirements for personnel man-
agement. The establishment of effective motiva-
tional mechanismsisbecominganintegral com-
ponent of agribusiness strategy, as the level of
employee engagement and productivity directly
determines the competitiveness of an enter-
prise and its ability to adapt to market changes.

Z.Lyschenko (2024) investigated the motiva-
tional aspect of human resource management
in agricultural enterprises. It was found that
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effective motivation helps to overcome difficul-
ties and adapt to changes, particularly climatic,
market and personnel-related ones. A.V. Her-
asymenko (2023) investigated the influence of
socio-economic motivational factors on labour
productivity within an effective agribusiness
system. It was noted that labour productivity in
Ukrainianagricultureis showing positive growth:
in 2020, livestock production volumes exceeded
those of crop production. However, wage growth
is outpacing labour productivity growth, which
may negatively impact the sector’s economic
potential. A.D. Chikurkova & Yu.M. Hray (2020)
investigated improvements in the development
of motivational policies at agricultural enter-
prises. They drew attention to the role of the
individual and intellect in the economy, and
consequently, to labour motivation. At the same
time, the approach of enterprises and the state
to this issue is often ineffective, resulting in a
decline in the effectiveness of measures aimed
at labour motivation. The researchers consider
the study of factors influencing labour motiva-
tion in the agricultural sector to be particularly
relevant. O.M. Bachynska (2024) assessed im-
provements in staff motivation methods. She
noted that increased motivation contributes to
the achievement of strategic goals and strength-
ens competitiveness in the market, helping to
attract skilled workers and increase employee
loyalty. K.A. Tkachenko & G.M. Kopteva (2023)
demonstrated that a successful motivation sys-
tem must be flexible, differentiated and tailored
to the individual needs of employees, which vary
depending on their stage of life, professional
level and personal values. They also noted that
in the current context of digitalisation and the
intellectualisation of work, incentive systems
mustbebased on knowledge, innovation and the
development of employees’ creative potential.

L.I. Zastavnyuk (2022) studied staff motiva-
tion as a factor in enhancing a company’s com-
petitiveness. The author noted that a company’s
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competitiveness depends on the level of motiva-
tion among its staff, as it is motivated employees
who ensure the effective functioning and devel-
opment of the organisation. An effective mo-
tivation system increases labour productivity,
facilitates the realisation of employees’ labour
potential and provides competitive advantages.
To enhance the effective utilisation of human
potential, it is necessary to develop a company
policy aimed at motivating staff. O.S. Mykhaylo-
va et al. (2020) studied the use of software prod-
ucts to enhance work motivation in the dairy
cattle sector. The researchers noted that to en-
hance the motivational impact on staff at dairy
farms, a combination of material and non-ma-
terial incentives is required, which will ensure
a sustained motivational impact on production
outcomes. It was proposed to create an organi-
sational and economic mechanism for fostering
employee motivation, based on the evaluation of
specific motivational tools according to defined
criteria and levels of their implementation.

Previous studies, despite a thorough anal-
ysis of motivational factors in agriculture, have
mainly focused on individual aspects - eco-
nomic or organisational - whilst neglecting the
complex influence of social and psychological
factors. Furthermore, the relationship between
wage levels, employment and labour produc-
tivity in the agricultural sector of the economy
has not been sufficiently investigated. The aim
of this study was to identify patterns in the in-
fluence of wage levels on employment and un-
employment indicators. To achieve this aim,
the following objectives were set: to conduct an
empirical analysis of the relationship between
wage levels, unemployment and employment;
to assess the effectiveness of economic factors
in stimulating labour activity among agricul-
tural workers; and to summarise theoretical ap-
proaches to the role of social and psychological
factors in labour motivation.

MATERIALS AND METHODS
The study employed a structural method to ana-
lyse the internal structure of phenomena related
tolabour motivation. In particular, it was applied
to study the structure of the motivation system,
namely the relationship between material and
non-material incentives and their functions in
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labour behaviour, as well as the classification
of incentives by type (material/non-material,
individual/collective, internal/external). Vari-
ous approaches to labour motivation by schol-
ars such as A. Smith (1776), A.H. Maslow (1954)
and D. McGregor (1960) were also examined.
Attention was also paid to the theories of mo-
tivation developed by F. Herzberg et al. (1959),
V.Vroom (1964) and ].S. Adams (1965). The period
used for the analysis was 1995-2024; at the time
of writing, data for this period alone were avail-
able for analysis. For the level of employment
in the agricultural sector of the economy, the
period was from 2000 to 2021 due to the lack of
relevant information on the website of the State
Statistics Service of Ukraine (Ukrstat, n.d.) for
the period after 2021 (following the outbreak of
the war, the State Statistics Service of Ukraine
began publishing less information freely avail-
able), which ceased publishing separate data
from 2022 onwards due to the start of Russia’s
full-scale invasion. Data from 2022 onwards is
presented excluding information from the tem-
porarily occupied territories. Based on data re-
garding the number of employed persons, the
figures for 2024 have been estimated, taking
into account demographic changes resulting
from the Russian-Ukrainian war.

As part of the study, a statistical analysis was
conducted of indicators characterising wages
and employment levels in Ukraine as a whole
and in the agricultural sector of the economy
in particular. The study analysed the level of
employment in the agricultural sector, the dy-
namics of real wages in Ukraine and in specific
sectors - agriculture, industry and construc-
tion — as well as the difference and ratio between
wages in the agricultural sector and the national
average and other sectors. Real wages were cal-
culated from nominal wages, adjusted for in-
flation, based on data from the State Statistics
Service of Ukraine (Ukrstat, n.d.). The approach
to calculating real wages is shown in formula (1):

Wy =22, @
where w,,, - the real wage level in period N; w,,, -
the nominal wage level in period N; I, - the cu-

mulative inflation rate in period N. The initial
value was the wage for 1995, whilst all other
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values were adjusted for the cumulative infla-
tion rate, calculated as the product of all infla-
tion rates in the current and previous years (up
to and including 1996). The ratio of the sector’s
average wage to the national average was calcu-
lated as the ratio of the sector’s average wage to
the national average wage, minus one, as shown
in the formula (2):

Wyr = (Z—: —1) x 100%, ()

where w,, — the ratio of the sector’s wage lev-
el to the national average wage for the period,;
w, — the sector’s average wage level for the peri-
od; w, - the level of the average wage in Ukraine
during the period.

This indicator was assessed dynamically, as
was the change in the employment level. A com-
parison of the data for these two indicators was
used to evaluate the influence of the economic
component on employee motivation. Within the
framework of the study, the change in the ratio
of wage levels in the sector was also calculated
by comparing the values for 2024 and 2000. This
was carried out using formula (3):

W) = —AT028ZWATZ000 3 1 ()00, ®3)
WAT2000
where w, - the indicator of change in the ratio of
wage levels in the sector; w,;,,,, — the ratio of the
wage level in the sector to the average wage level
in 2024; w,,,,,, — the ratio of the wage level in the
sector to the average wage level in 2000.

A comparative method was also used to an-
alyse differences and dynamics in the key indi-
cators of labour motivation across various sec-
tors of the economy (agriculture, industry, and
construction). This method was applied to com-
pare nominal and real wage levels, deviations of
sectoral wages from the national average, the
dynamics of employed persons and their share
within the structure of the economy, as well as
the relationship between changes in wages and
changes in the share of employees in the select-
ed sectors.

RESULTS
Labour motivation is one of the key compo-
nents of the personnel management system, as
it determines the effective utilisation of labour
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potential and directly influences the results of
the enterprise’s activities (Podr et al., 2025). It
represents a combination of internal and ex-
ternal incentives for work that determine an
employee’s behaviour, the form, direction and
intensity of their work, thereby directly influ-
encing the enterprise’s performance. In agri-
cultural enterprises, the application of work
motivation theories requires consideration of
sector-specific factors that influence the ef-
fectiveness of staff incentives (Kanas & Stein-
metz, 2021). Due to seasonality and the low
capital intensity of the agricultural sector, wage
levels here are lower than in industry or the in-
formation technology sector; therefore, finan-
cial incentives alone are insufficient. A com-
prehensive approach combining material and
non-material motivators is required. The sea-
sonal nature of the work leads to uneven work-
loads and the risk of underemployment, which
requires flexible incentive systems — short-term
contracts, seasonal bonuses, performance-re-
lated bonuses for production cycles, and social
support (Manoharan et al., 2023a). It is also im-
portant to retain skilled staff capable of working
with machinery and natural resources. As re-
sults depend on external factors (weather, soil,
prices), the link between workers' efforts and
outcomes is weak. Thus, collective motivation
based on shared responsibility is effective, as is
the development of non-material incentives - a
sense of belonging, professional pride, stabili-
ty and opportunities for development (Johari &
Tha, 2020; Westerman, 2020).

Theories of work motivation distinguish
between incentives and interests. Incentives
are material or non-material factors used by an
organisation to influence employees’ work be-
haviour with the aim of increasing their produc-
tivity and the efficiency of economic activity. An
employee’s interests, in turn, represent the sum
of their needs, values and expectations, which
determine their motivation to work and their
level of engagement in work activities. These en-
compass material, social, psychological and pro-
fessional development interests. Incentives are
classified according to several criteria. By nature
of their impact, they are divided into material
(monetary and non-monetary) and non-materi-
al. Material monetary incentives include wages,

Economics and Business Management 17(2)



Lanchenko & Yakymenko

bonuses, allowances and profit-sharing. Mate-
rial non-monetary incentives include benefits
packages, perks, housing, meals and insurance.
Non-material incentives include recognition,
praise, career progression, professional train-
ing and improved working conditions. By level
of application, a distinction is made between
individual incentives (personal bonuses, pay ris-
es), collective incentives (team bonuses, shared
profit-sharing) and organisational incentives
(corporate programmes). Based on the source
of motivation, a distinction is made between
external (extrinsic) incentives, which are based
on material rewards and social guarantees, and
internal (intrinsic) incentives, which are linked
to job satisfaction, self-fulfilment and a sense
of the significance of one’s work (Ghasemi &
Shakerian, 2025).

An employee’s interests form the basis of
their intrinsic motivation, influence their per-
ception of incentives and determine their be-
havioural guidelines, in particular their drive
for performance, willingness to take on respon-
sibility and long-term loyalty to their employer.
In agricultural enterprises, labour motivation is
characterised by seasonality, high levels of phys-
ical exertion, and the dependence of work out-
comes on natural and climatic conditions and
fluctuations in agricultural market conditions.
Consequently, the development of an effective
labour motivation mechanism in agricultural
enterprises has not only an economic but also
a social dimension, as it concerns ensuring a
decent standard of living for workers and the
stable development of rural areas. The theoret-
ical and methodological foundations of labour
motivation have evolved through the develop-
ment of economic thought and socio-psycho-
logical approaches. Classical economics, as ex-
emplified by the work of A. Smith (1776), linked

motivation primarily to material incentives and
wages; however, this approach did not take into
account the psychological and social multidi-
mensionality of labour behaviour. Further devel-
opment was driven by humanistic concepts, no-
tably A.H. Maslow’s hierarchy of needs (1954), the
models of D. McGregor (1960) and F. Herzberg et
al. (1959), which emphasised the importance of
non-material incentives and intrinsic needs.
Contemporary approaches integrate econom-
ic, behavioural and social factors, drawing on
V. Vroom’s expectancy theory (1964), ].S. Adams’
equity theory (1965) and B.F. Skinner's reinforce-
ment model (1953). The evolution of ideas about
motivation reflects a shift from a purely mate-
rialistic to a comprehensive understanding of
labour activity, encompassing interests, values,
social ties and the need for self-actualisation.

The methodology for studying labour mo-
tivation in agriculture combines economic, so-
ciological and psychological approaches (Xu et
al, 2022). The economic approach focuses on
wages, bonuses and social security, establishing
a direct link between work outcomes and remu-
neration whilst accounting for seasonality and
collective forms of incentives (Nikolova & Cnos-
sen, 2020; Manoharan et al., 2023b). The socio-
logical approach views motivation as a result of
social relations, norms and values, emphasising
the importance of collective culture, trust and
team spirit (McCollum & Findlay, 2019; Hyggen
§ Vedeler, 2021). The psychological approach
focuses on internal behavioural factors — needs,
values, recognition, development and com-
fort - taking into account the individual char-
acteristics of employees. Such a comprehensive
approach enhances emotional engagement,
professional pride and resilience to seasonal
challenges. Table 1 summarises the key features
of these approaches.

Table 1. Approaches to understanding labour motivation

Approac_h to. labour Examples of incentives in the agricultural sector Purpose / effect on the employee
motivation

Wages, performance-related bonuses, incentives for Increase in labour productivity,
Economic exceeding targets, profit-sharing schemes stimulation of performance through

(for managers), and social guarantees material rewards, and income

(insurance, housing, meals) stability

Recognition within the team, support from colleagues Strengthening loyalty, cohesion,

Social and management, corporate events, development of | and a sense of belonging, as well as
team spirit, and participation in community life enhancing social stability

Economics and Business Management 17(2)
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Table 1, Continued

Approach to labour
motivation

Examples of incentives in the agricultural sector

Purpose / effect on the employee

Psychological

Opportunities to influence processes, recognition
of achievements, professional development,
training, self-realisation, and a sense
of the significance of one’s work

Enhancement of intrinsic
motivation, emotional engagement,
independence and responsibility, and
satisfaction with work and its results

Source: compiled by the authors based on D. McCollum § A. Findlay (2019), M. Nikolova & F. Cnossen (2020),
C. Schultz et al. (2020), C. Hyggen & J.S. Vedeler (2021), Y. Xu et al. (2022), K. Manoharan et al. (2023b)

AsshowninTable1, an effective motivational
system in the agricultural sector requires an in-
tegrated approach combining economic, social,
and psychological incentives. Economic instru-
ments ensure employees’ material interest and
income stability, social incentives contribute to
strengthening the workforce, loyalty, and social
cohesion, while psychological incentives satisfy
employees’ internal needs, increase their emo-
tional engagement, and enhance their sense of
the significance of work. Thus, labour motivation
in agricultural enterprises has a comprehensive
nature and should be based on a combination of
material and non-material incentives, the provi-
sion of social protection for employees, and the
creation of conditions that increase the prestige
of agricultural work. In Ukraine, the formation of
a modern labour motivation system in agricul-
tural enterprises remains at a stage of develop-
ment characterised by the search for optimal in-
centive mechanisms capable of simultaneously
ensuring production efficiency and improving
employees’ welfare.

From the perspective of strategic manage-
ment in agricultural enterprises, an effective
labour motivation system is not merely an in-
strument of personnel policy but also a key el-
ement of the overall entrepreneurial strategy.
Agricultural enterprises implementing inno-
vative approaches to employee incentives - in-
cluding flexible wage systems linked to produc-
tion cycle outcomes, competency development
programmes, and employee participation in
managerial decision-making - demonstrate
greater adaptability to market fluctuations.
The digitalisation of agricultural production
and the implementation of precision farming
are transforming the structure of labour func-
tions, increasing the share of intellectual and
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technologically complex work, which requires
a revision of traditional motivational mod-
els towards strengthening non-material and
developmental incentives. Consequently, the
management of labour motivation in modern
agricultural enterprises is both an operational
management task and an element of an innova-
tive entrepreneurial strategy.

Given the key role of material motivation in
shaping employees’ labour activity, particular
attention should be paid to the analysis of wages
as the principal economic incentive. In the con-
text of Ukraine, wage levels and their structural
characteristics vary significantly across sectors
and regions, which affects employees’ percep-
tions of financial incentives and, consequently,
their motivation and productivity. Agriculture is
characterised by lower average wages compared
with industry or the service sector, as well as by
high seasonality and the dependence of income
on natural, climatic, and market factors. This
necessitates a statistical analysis of wage lev-
els, their dynamics, and structural characteris-
tics both nationally and within the agricultural
sector in particular. Figure 1 presents nominal
wages in Ukraine during the period 1995-2024
overall, as well as specifically in the agricultur-
al sector, industry, and construction. As shown
in Figure 1, the average wage in Ukraine during
1995-2024 increased hyperbolically. In 1995, the
highest-paid sector was construction, while the
lowest-paid was agriculture. During this period,
wages in the agricultural sector increased from
UAH 52 to UAH 18,012; in construction from UAH
103 to UAH 16,928; in industry from UAH 89 to
UAH 23,150; while the national average wage
increased from UAH 73 to UAH 21473. The
overall trend is characterised by steady growth
with temporary slowdowns associated with the
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financial crisis 0of 2008-2009, the COVID-19 pan-
demic, and the full-scale invasion in 2022. De-
spite the overall increase in nominal incomes,
the agricultural sector remained throughout
the entire period the sector with the lowest-paid
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1,600
800
400
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1996
1997
1998
1999
2000
2001
2002
2003
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2008
2009
2010

labour, indicating the persistence of a signif-
icant wage gap between agriculture and the
more capital-intensive sectors of the economy.
An assessment of real wages during this period
is presented in Figure 2, based on formula (1):

Average wage

= Agricultural sector
Industry

== Construction

2011
2012
2013
2014
2015
2016
2017
2018
2019
2020
2021
20224
20234
20244

Figure 1. Dynamics of the average nominal wage
in Ukraine by main sectors of the economy, 1995-2024, UAH
Note: * - excluding information from temporarily occupied territories
Source: compiled by the authors based on data from Ukrstat (n.d.)
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Figure 2. Real average wages in Ukraine by sector, 1995-2024, UAH
Note: * - excluding information from temporarily occupied territories
Source: compiled by the authors based on data from Ukrstat (n.d.)

The data presented in Figure 2 provide a
clearer understanding of the extent to which
each sector became better remunerated. Thus,
the average real wage in Ukraine increased by 8.2
times, in industry by 7.2 times, in construction by
4.6 times, while in agriculture it increased by 9.7
times. The overall upward trend changed only in
2009 (a decline in the overall real wage by 6%, in
the agricultural sector by 4%, in industry by 7%,
and in construction by 27%) and in 2014-2015
(a decline in the overall real wage by 16%, in the
agricultural sector by 10%, in industry by 16%,
and in construction by 13%): in the first case,
this was related to the global financial crisis,

Economics and Business Management 17(2)

while in the second case it was associated with
the occupation of Crimea and part of Donbas.
Thus, although the average wage in agriculture
in Ukraine remains below the national average
wage, a positive trend can be observed in terms
of the convergence of agricultural wages to-
wards the national average. It should be noted
that among the selected sectors, such a trend
is observed only in the agricultural sector of
the economy. It is also worth considering the
indicator showing the extent to which wages in
agricultural enterprises differ from the average
wage in the country. Its dynamics are presented
in Figure 3, calculated on the basis of formula (2):

‘153’



Labour motivation in agricultural enterprises...

42.50%
35.00%
27.50%
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-25.00%
-32.50%
-40.00%

= Agricultural sector
= |ndustry

Construction

Figure 3. Deviation of the real average wage by sector
from the national average in Ukraine, 1995-2024
Note: 4 - excluding information from temporarily occupied territories
Source: compiled by the authors based on data from Ukrstat (n.d.)

As can be seen from Figure 3, the gap be-
tween the average wage in the agricultural
sector and the overall average wage narrowed
from -30% to -16%, whilst in industry and con-
struction it widened from 22% to 8% and from
41% to -21% respectively. A significant decline
in construction occurred in 2008-2009 (from
144% to -20.72%), which was linked to the
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global financial crisis. The agricultural sector of
the economy, on the other hand, began to grow
from that point onwards. Another metric char-
acterising labour motivation in agricultural en-
terprises is the level of employment in the real
economy sectors. Thus, the absolute figures
for the number of employed persons are shown
in Figure 4:

1,100
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Figure 4. Dynamics of the number of employed persons in selected sectors

of the Ukrainian economy during the period 2000-2021, thousand persons
Note: values for the construction sector correspond to the scale on the right-hand side, whereas values for the
agricultural and industrial sectors correspond to the scale on the left-hand side
Source: compiled by the authors based on data from Ukrstat (n.d.)

As can be seen from Figure 4, the number of
employed personsin Ukraine gradually declined
in each of the sectors. In the agricultural sector,
employment decreased from 4,367 thousand
persons to 2,692.7 thousand persons (by 38.3%);

‘ 154

in industry, from 4,598.3 thousand persons to
2,313.2 thousand persons (by 49.7%); and in con-
struction from 903.6 thousand persons to 690.8
thousand persons during the period from 2000
t0 2021 (by 23.6%). Nevertheless, this was largely

Economics and Business Management 17(2)
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associated with the decline in Ukraine’s overall
population. The working-age population de-
creased by 4,565 thousand persons, or 23.6%. At
the same time, the total population decreased
by 5,258.06 thousand persons, or 10.61%. This
indicates that the majority of the population de-
cline involved economically active individuals,
which may be associated with labour migration
abroad. However, there are other explanations
for this phenomenon, including technological
development and automation, as well as struc-
tural changes in the economy (an increasing
role of the service sector). Information for 2022,
2023, and 2024 is unavailable due to the limited
release of statistical data by the State Statistics
Service of Ukraine. Nevertheless, there are esti-
mates regarding the overall population decline
and general trends in these sectors, on the basis
of which forecasts for 2022-2024 were made.
According to these forecasts, the number of
employed persons in the agricultural sector de-
creased by 20% during 2021-2024, in industry
by 277%, and in construction by 30%. However,
a more detailed analysis of these data will only
be possible if official statistics are published by
the State Statistics Service after the end of the
full-scale invasion.

Thus, it is also worth considering the share
of employed persons in each sector relative to
the total number of employed persons during
the analysed period. The share of employment in

all three sectors generally declined, although the
rates of decline differed, with the highest decline
observed in industry. The share of employment
inindustry decreased from almost 23% to 14.8%;
in the agricultural sector from 21.6% to 17.2%;
while the situation in construction remained
more stable, with 4-5% of all employed persons
in the country working in this sector annually.
This decline is associated not only with the over-
all decrease in the country’s population but also
with the reorientation of the economy towards
the tertiary sector, which generally offers higher
wages to employees. According to forecast data
for the period 2022-2024, the share of employ-
ment in the agricultural sector decreased from
17.2% to 16.1%,; in industry from 14.8% to 12.5%;
and in construction from 4.4% to 3.6%. Data on
employment shares were calculated on the basis
of employment figures in each sector (Figure 4)
and the total number of employed persons; all
information was obtained from the official web-
site of Ukrstat (n.d.). Although official data are
unavailable, an increase in the share of employ-
ment would likely have occurred in the defence
sector (due to an increase in the number of mil-
itary personnel). The role played by changes in
wages in such trends can be assessed by com-
paring changes in the share of employment with
changes in the difference between average wag-
es in the sectors and the national average. These
data are presented in Table 2:

Table 2. Comparison of indicators of changes in the share of employment and the average wage

Change in the share

Change in the ratio of the sector’s average wage

ooy of employment to the national average wage
Agricultural sector -25.6% 56.72%
Industry -45.0% -75.05%
Construction -19.6% -262.27%

Note: calculated on the basis of formula (2) and formula (3)
Source: compiled by the authors based on data from Ukrstat (n.d.)

As can be seen from Table 2, it is difficult
to identify a clear relationship between chang-
es in the ratio of average sectoral wages to the
national average and changes in the share of
employed persons. In construction, the aver-
age wage in the sector became significantly less
attractive for employees, yet the decline in the
share of employment amounted to only -1.2%,
which was the smallest among all selected

Economics and Business Management 17(2)

sectors of the real economy. At the same time,
the change in agriculture reached -20.3%, de-
spite the fact that the situation regarding aver-
age wages improved. The situation in industry
was the worst in terms of employment, while
remaining moderate in terms of wages. This in-
dicates that other factors must play a role in the
absence of a direct correlation, including both
the social and psychological factors mentioned
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above and those specific to each sector in rela-
tion to specialisation (the transition to a more
highly paid field may be more difficult in some
sectors than in others).

Thus, work motivation is a key factor in the
effectiveness of human resource management,
combining material and non-material incen-
tives that determine employees work behav-
iour. In the agricultural sector of the economy,
due to seasonality and dependence on natural
conditions, an integrated motivation system
that combines economic, social and psycholog-
ical approaches is effective. Statistical analysis
for the period 1995-2024 showed an increase
in real wages, particularly in agriculture; how-
ever, employment levels in the sector declined,
highlighting the importance of non-materi-
al factors - self-fulfilment, social support and
trust - in fostering sustainable employee mo-
tivation. Alongside the economic factors of

Economic factors:

- Wages, bonuses, incentives
+ Social benefits package

labour motivation, which have traditionally
remained the focus of academic research, so-
cial, psychological, and specific non-materi-
al aspects of labour motivation are becoming
increasingly significant under the conditions
of modern transformations in the agricultural
sector. For agricultural enterprises, these as-
pects are of particular importance because the
sector is characterised by seasonal production
processes, increased levels of physical work-
load, dependence of labour outcomes on natu-
ral and climatic conditions, and relatively lower
material remuneration compared with other
sectors of the economy. Under such conditions,
non-economic incentives are capable of ensur-
ing the stability of labour behaviour, long-term
employee engagement, and loyalty to the em-
ployer. All of the characteristics of labour mo-
tivation described above can be summarised in
the form of a diagram (Fig. 5):

Social factors:

+ Teamwork, support

- Stability, status

+ Support from management

+ Social status within the community

Psychological factors:

- Self-realisation, working with nature
+ Satisfaction from results
+ Autonomy in decision-making

U

Outcomes of motivation: employee engagement, loyalty to the enterprise, stability of labour relations,

increased labour productivity

Figure 5. A model of labour motivation in agricultural enterprises

Source: compiled by the authors

The deepening of the theoretical founda-
tions of labour motivation in agricultural enter-
prises requires moving beyond the traditional
economic approach, which focuses primarily on
wages and material incentives. The sector-spe-
cific nature of agricultural production limits
the effectiveness of exclusively financial moti-
vators, since labour outcomes largely depend
on natural and climatic conditions, seasonality,
and fluctuations in market conditions, while the
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relationship between an employee’s individual
efforts and the final result is weakened. Under
such conditions, the role of social, psychologi-
cal, and specific non-material factors increases,
as they shape employees’ intrinsic interest, en-
sure the stability of labour behaviour, and sup-
port long-term engagement in the production
process. The social approach to labour motiva-
tion in agricultural enterprises is based on the
specific organisation of work in the agricultural
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sector, where production activities are carried
out within relatively stable workforces closely
connected with local communities. For employ-
ees, not only wage conditions are important, but
also social recognition, support from colleagues
and management, a sense of fairness, employ-
ment stability, and the opportunity to combine
professional activity with family life. In rural
areas, labour often has a pronounced social di-
mension, as it forms part of a way of life and an
element of social identity, thereby strengthen-
ing the motivational effect of non-material so-
cial incentives. The psychological approach to
labour motivation in the agricultural sector has
a clearly defined sectoral specificity associated
with the nature of work objects and the duration
of production cycles. A significant proportion of
agricultural workers demonstrate intrinsic mo-
tivation driven by the desire to work with plants
and animals, care for them over an extended
period, and observe the results of their own la-
bour in the form of crop yields or livestock pro-
ductivity. Achieving planned outcomes creates a
sense of professional pride, job satisfaction, and
self-realisation, which strengthens intrinsic in-
terest in fulfilling work responsibilities regard-
less of fluctuations in material rewards.

Under modern conditions, the system of
psychological and specific non-material mo-
tivational factors in agricultural enterprises
should also include institutionally determined
interests associated with the possibility and
guarantee of exemption from military conscrip-
tion during mobilisation. For male employees
of working age, this factor acquires particular
significance, as it directly influences their sense
of personal security, employment stability, and
ability to engage in long-term career planning.
The existence of legally established mecha-
nisms for reserving employees of agricultural
enterprises recognised as critically important
for maintaining the functioning of the economy
and ensuring the state’s food security creates an
additional non-material motive for maintaining
employment relationships and increases staff
loyalty. From a motivational perspective, this
factor combines institutional and psycholog-
ical dimensions because, on the one hand, it is
based on legal norms, while on the other hand it
transforms into an employee’s intrinsic interest
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in remaining within the agricultural sector and
fulfilling professional duties under conditions of
heightened social responsibility.

DISCUSSION

Thus, labour motivation in agriculture is a com-
plex process incorporating economic, social,
and psychological factors. Particular impor-
tance is attached to a sense of fairness, trust
in management, corporate culture, and op-
portunities for professional development. An
effective motivational system combines ma-
terial and non-material incentives in order to
increase loyalty, cohesion, and employees’ in-
trinsic engagement. An analysis of wage and
employment dynamics in the sector during
1995-2024 demonstrates a 9.68-fold increase
in real wages and a reduction in the gap with
the national average from -30% to -16%; at the
same time, the share of employed persons de-
creased by 20.3%, indicating the significance of
non-material factors. Thus, although wage in-
creases are important, they are insufficient on
their own, and the sustainable development of
the agricultural sector requires a combination
of economic, social, and psychological moti-
vational mechanisms. From the perspective of
agribusiness management, the establishment
of an effective labour motivation system con-
stitutes a strategic objective of the enterprise.
Managers of agricultural enterprises who apply
modern management approaches - including
differentiated motivational programmes fo-
cused on individual and collective performance,
the implementation of innovative HR tools, and
transparent systems for evaluating labour ef-
ficiency - achieve higher levels of staff loyalty
and reduce employee turnover. The obtained
results indicate that entrepreneurial decisions
in the field of personnel management should be
considered comprehensively: from establishing
competitive remuneration to developing an or-
ganisational culture that supports the engage-
ment and development of every employee.

In Ukraine, social and psychological factors
play a significant role in labour motivation. Al-
though the situation in the agricultural sector
has improved over time, unlike the two other
sectors used for comparison - namely manu-
facturing and construction - wage levels remain
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below average. S.S. Maican et al. (2021) conducted
astudyonasmall sample of farmers and demon-
strated the following pattern: worker motivation
is a key factor in increasing the productivity and
economic efficiency of agricultural enterprises.
In the Romanian model, farmer motivation has
both a direct and an indirect impact on econom-
ic outcomes through increased job satisfaction,
which ensures the stability of production pro-
cesses. This approach is fully consistent with
the findings of the Ukrainian analysis, where
wage levels are an important but not the sole
determinant of stable employment. This points
to a trend common to Central and Eastern Eu-
ropean countries - a gradual shift from a purely
economic to a comprehensive approach to moti-
vation management, combining material, social
and psychological factors. Thus, the empirical
results of both studies confirm the validity of
an integrated approach to the development of a
labour motivation system in agriculture, which
takes into account the interaction of material
and non-material factors.

The results of this study confirm that eco-
nomic factors remain a fundamental, but not
exhaustive, element of the labour motivation
system in Ukraine’s agricultural sector. It was
shown that wages are not the primary cause of
changes in the country’s employment levels,
indicating the presence of other factors, par-
ticularly social and psychological ones. In turn,
M. Hefmanova et al. (2024) investigated the mo-
tivational factors of Generation Z in agriculture
and demonstrated a common trend towards a
shift in emphasis from material incentives to
non-material factors aligned with the values
of the new generation of workers. Whilst the
Ukrainian model demonstrates the predomi-
nance of economic motivational mechanisms,
research on Generation Z shows that for young
people, the key determinants of engagement are
work-life balance, autonomy, flexible working
hours, personal development and social sup-
port. This indicates a fundamental shift in the
perception of work: for the new generation, it
ceases to be merely a source of income and be-
comes a space for self-fulfilment and psycho-
logical well-being.

This study has shown that economic in-
centives remain a key driver of employment
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and labour productivity in Ukraine’s agricultur-
al sector. In particular, it has been established
that an increase in real wages and the share of
agricultural income in the overall national wage
structure contributes to a reduction in unem-
ployment and a strengthening of labour motiva-
tion. C. Schaffer et al. (2024), in turn, investigated
farmers' motivation and perceptions of the ben-
efits and challenges of agroforestry in Northern
Europe, particularly Sweden. It was shown that
the multifunctionality of agroforestry stems
from farmers’ diverse motivations: income gen-
eration, environmental sustainability, climate
adaptation and landscape management. Farm-
ers deliberately design their systems to pro-
vide a range of ecosystem services (provision-
ing, regulating, supporting and cultural). They
demonstrate innovation, strategic thinking and
adaptability, which are influenced by disposi-
tional, social and cognitive factors. Many com-
bine several agroforestry systems to optimise
land use, increase productivity, diversify income
and strengthen resilience to market changes.
However, challenges include management com-
plexity, a lack of appropriate technologies, lim-
ited plant materials and insufficient practical
knowledge. Comparing these findings with cur-
rent research reveals that in both countries, the
understanding of work in the agricultural sector
is viewed through the prism of multifunctional
activities that combine economic, environmen-
tal and social objectives. This approach forms an
integrated model of motivation, in which behav-
ioural, cognitive and ethical factors are no less
important than material incentives.

The current study demonstrated that the
primary driver of labour motivation in Ukraine’s
agricultural sector remains the economic fac-
tor, particularly the level of wages and social-la-
bour guarantees. V. Marinoudi et al. (2024) ex-
amined adaptation to the agricultural labour
market shaped by robotisation. It was shown
how automation and digital technologies are
transforming the agricultural labour market
and redefining the skills required for future
work; automation not only replaces repetitive
tasks but also reshapes labour roles towards
more complex, intellectual, and socially orient-
ed activities. This shift increases demand for
higher-order cognitive and soft skills, such as
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critical thinking, problem-solving, adaptabil-
ity, and collaboration, while simultaneously
reducing the demand for physical labour and
increasing wage inequality between skilled and
unskilled workers, thereby contributing to eco-
nomic polarisation.

J. Ognjanovi¢ et al. (2023) demonstrated
that the efficiency of human capital signifi-
cantly improves the financial performance and
productivity of agricultural enterprises, in par-
ticular by increasing net profit, operating profit
and labour productivity per worker. However,
this does not have a significant impact on val-
ue added per employee. This indicates that in-
vestment in employees knowledge, skills and
development is a key factor for success and
competitiveness in agriculture, particularly
when combined with modern technologies and
favourable working conditions. The findings
of this and the current study are consistent in
recognising human capital as a central factor
in the efficiency of agricultural production, yet
they approach this issue from different aca-
demic perspectives. This article focuses on mo-
tivational mechanisms in the workplace as the
basis for improving productivity and sustaina-
bility in agriculture, whereas the Serbian study
analyses the effectiveness of human capital uti-
lisation in financial terms - net profit, operat-
ing profit and labour productivity per employee.
The similarity between the two works lies in the
recognition that investment in human capital -
through skills enhancement, motivation and
competence development - has a direct posi-
tive impact on the performance of agricultural
enterprises. Both studies demonstrate that ef-
fective human resource management contrib-
utes to increased labour productivity and the
competitiveness of the sector. At the same time,
the Serbian article empirically confirms the im-
pact of human capital on enterprise profitabil-
ity, whilst the Ukrainian study emphasises the
socio-psychological aspects of motivation.

Thus, labour motivation in agriculture is
shaped by a combination of economic, social and
psychologicalfactors. Material incentivesremain
important, but their effectiveness is significant-
ly enhanced when complemented by non-ma-
terial forms of encouragement - recognition,
support, opportunities for development and a
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supportive social environment. A comparison
of the agricultural sector with other industries
has shown that, despite a gradual improvement
in working conditions, it is precisely non-mate-
rial factors that often determine staff engage-
ment and retention. Thus, improving work per-
formance in agricultural enterprises requires a
comprehensive labour motivation system that
combines financial incentives with the develop-
ment of corporate culture, support for employ-
ees and the building of trust in the employer.

CONCLUSIONS

Labour motivation in agricultural enterpris-
es is a key factor in the effective utilisation of
labour potential and the development of the
sector. The evolution of theoretical approaches
demonstrates a transition from classical mod-
els focused primarily on material incentives to
integrated concepts combining economic, so-
cial, and psychological factors. Within the mo-
tivational system of agricultural enterprises, an
important role is played not only by incentives -
material and non-material, individual and col-
lective - but also by employees’ interests, which
determine their engagement and attitude to-
wards work. The combination of economic, soci-
ological, and psychological approaches makes it
possible to create a balanced motivational model
capable of increasing productivity, loyalty, and
staff resilience to the specific challenges of agri-
cultural production.

An empirical analysis of wage dynamics and
employment levels in Ukraine’s agricultural sec-
tor during the period 1995-2024 revealed a posi-
tive trend in the growth of real wages in the agri-
cultural sector by 9.68 times, which reduced the
gap with the national average wage from -30% to
-16%. In industry, wages also increased, though
at a slower rate (by 7.22 times in real terms from
1995 to 2024), resulting in the persistence of sig-
nificant disparities between individual subsec-
tors. In the construction sector, the dynamics
were stable but less pronounced compared with
the agricultural sector, indicating lower elasticity
to changesin market conditions. The rate of wage
growth in the agricultural sector was the highest
among the analysed sectors. At the same time,
the share of employment in the sector decreased
by 20.3%, indicating the significance of non-ma-
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terial motivational factors and the specific na-
ture of the sector; moreover, such a decline was
also characteristic of both industry and con-
struction. The research findings demonstrate
the need to implement flexible motivational sys-
tems combining material incentives (wages, bo-
nuses, social guarantees) with collective forms
of encouragement, seasonal bonuses, non-ma-
terial incentives, opportunities for professional
development, and social support for employees.
Such a comprehensive approach makes it possi-
ble to increase productivity, strengthen staff loy-
alty, retain qualified personnel, and contribute
to the socio-economic stability of rural areas. For
entrepreneurs and managers in the agricultur-

changes in employment, while other factors,
predominantly socio-psychological, determine
the need to establish an effective labour moti-
vation system in the agricultural sector as a key
condition for improving labour productivity,
enterprise stability, and the welfare of the rural
population. Further research may focus on inte-
grated motivational models taking into account
regional characteristics, employee qualifica-
tions, and seasonal production cycles, as well
as on assessing the effectiveness of incentives
through labour productivity, job satisfaction,
and social stability within communities and the
state as a whole.

al business, this means a practical need to move ACKNOWLEDGEMENTS
from reactive personnel management to proac-  None.
tive strategic planning of the motivational sys-
tem as a competitive advantage of the enterprise FUNDING
under conditions of the digital transformationof  None.
the agricultural sector.
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that economic models explain only part of the  None.
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y 3abe3rmedyeHHi MPOAYKTUBHOCTI mpalli Ta COLiaJbHO-eKOHOMIYHOI CTabiIbHOCTI CLTBCBRUX
TepUTOpil, I piBeHb Ha arpapHuX IiAIIpHEMCTBaxX VKpaiHM 3a/IMINAE€TbCS HU3BKUM 4Yepes
HeOCTaTHIO OIUIATY, CE30HHICTD i HecTabiNbHy 3aliHATICT. MeTor0 poboTH 6yII0 TpoaHasi3yBaTu
B33€MO3B'I30K MK OIIIATOIO IIpalli Ta 3aMHATICTIO B arpapHOMY CEKTOPi eKOHOMIKM 11 BUSHAYUTHU
3HAQUeHHS EeKOHOMIYHMX i HeeKOHOMiuHuX GaKTOpiB y MOTHBALll IpalliBHUKIB. Y paMKax
IOCTiIKeHHsI 6y/I0 BUKOPUCTaHO CTPYKTYPHUM Ta IOPIiBHANBHUI METONU, a TaKOK METOZ,
CTAaTUCTUYHOTO aHasIi3y. V mpoueci JOCTiIKeHHs 6yI0 MOKa3aHo, L0 CKIAZOBUMU MOTUBALLi
mpali € CTUMYNM Ta iHTepecH, BIUIMB Ha SIKi MOXKYTh 3LiMCHIOBATH POOOTOIABII YU AepikaBa
LIS TOTO, 1106 MOTHMBYBATH IMpalliBHUKA. [IpX IbOMY CTUMYJIM MOXKYTh 6YTU K MaTepiaJbHUMHU,
TaK i HeMaTepiaJIbBHUMU. BysI0 TaKOXX PO3MISHYTO IiAXOAM Pi3HUX YYeHUX IIOAO0 AOCIiIKeHHS
MOTMBALIii ITpalli. AHasTi3 JUHaMIiKU 3ap0o6iTHOI 1aTH ITOKa3aB, 10 ¥ 1995-2024 pokax HOMiHabHa
3apIjiaTa B CiIbCHKOTOCIIOAAPCHKUX MiAIPUEMCTBAX 3pocia 6ibll HiXK y 120 pasis, a peasbHa — y
9,7 pasa, 10 CBiIYMTH PO TIOJIMIIeHHS MaTepiaJlbHUX YMOB mpatii. [lorpu 1ie, 3apobiTHa 1IaTa
TIPaLiBHUKIB CiIBCHKOIO FOCIIOZAPCTBA 3aUIMINAJIacsa HUKUYOIO 3a CepelHIO 10 KpaiHi: y 1995 porii
pO3puB cTaHOBUB -30 %, a y 2024 po1li CKOPOTUBCA I0 -16 %. Y cdepi 3aMiHATOCTI criocTepiranacs
CTiliKa TeHEHL1Iis 0 CKOPDOUYEeHHS: 4YaCcTKa ITPAlliBHUKIB arpapHOro CeKTOpy eKOHOMIKY B 3arajIbHil
CTPYKTYpi 3aMHATOCTI 3MeHInuaaca Ha 20,3 %, 110 3yMOBJIEHO TeXHOJIOTTYHOI0 MOJepHi3alli€io,
Ce30HHICTIO Ta JemorpadiyHMMM 3MiHaMU y CinbCBKiM MicleBocTi. IIpu IIbOMY TeHIEHIIii,
[0 CIIOCTEpIrajucsa B arpapHOMY CEKTOpi eKOHOMIRM, 6y HapKpall MOpiBHAHO 3 IHIIUMU
cexTOpaMy, a caMe OYZIiBHUIITBOM Ta IIPOMUCIIOBICTIO. 3arajloM OTpMMAaHi JaHi CBimyaTh, 1o,
rompu mnojimnireHHs GiHAHCOBUX i COLiaIBHUX YMOB, MOTHBALIIA Ipalli MOTPe6ye KOMITJIEKCHOTO
migxony, IKWM MIO€IHYE eKOHOMIYHI, COLiaJIbHI 1 IICUXOJIOTTYHI YMHHUKYU. OTpUMaHi pe3y/ibTaTH
MaIOTh IIPaKTUYHE 3HaYEHHS A7 po3po6IeHHS MieBUX MexaHi3MiB MOTUBALlil, 3TATHUX He JIUIIIe
MiJBUILIUTY IPOLYKTUBHICTB Mpalli, a ¥ 3a6e3MMeYUTH CTAJIUIN COLjaIbHO-eKOHOMIUHUI PO3BUTOK
CLTBCBKUIX TEpUTOPiN VKpaiHu
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