Marketing and Management of Innovations i ISSN 2227-6718 (on-line)
Issue 2, 2022 » scie I'"IdCI ISSN 2218-4511 (print)

https://doi.org/10.21272/mmi.2022.2-13 JEL Classification: D23, L83, M12

Engin Unguren,

Ph.D., Alanya Alaaddin Keykubat University, Turkey
ORCID ID, 0000-0002-7223-2543

email: engin.unguren@alanya.edu.tr

Yasar Yigit Kacmaz,

Ph.D., Alanya Alaaddin Keykubat University, Turkey

ORCID ID, 0000-0001-8775-7003
email: yykacmaz@hotmail.com

Correspondence author: yykacmaz@hotmail.com

INNOVATIONS IN MANAGEMENT OF HOTEL EMPLOYEES: THE RELATIONSHIP BETWEEN
ORGANIZATIONAL RESILIENCE AND WORK ENGAGEMENT

Abstract. In many destinations, crises such as hurricanes, floods, wildfires, earthquakes, terrorist atfacks, and
outbreaks negatively impact the tourism industry. Such crises stress out both management levels and employees,
declining productivity. In an environment where the crisis is intense, tourism enterprises need to take the necessary
precautions to continue their activities and ensure sustainability. This study focuses on the implications of
organisational resilience on employees, which refers to the ability to continue its activities in the face of crises. This
study, handled in the context of Social Exchange Theory, has two purposes. The first purpose of the study is to
determine the effect of organisational resilience on organisational support and work engagement. The second purpose
of this study is to determine the mediating role of organisational support in the relationship between organisational
resilience and work engagement. The study is cross-sectional and employs a quantitative method. The study used
convenience sampling because it was conducted during the COVID-19 pandemic and the relevant restrictions dictated
certain precautions. Another reason behind convenience sampling is the limited cost and timeline for the study. Data
were collected with questionnaires from 506 employees working at four and five-star hotels. The suitability of the
measurement model was tested with confirmatory factor analysis. The mediation analysis was carried out with process
macro, based on the bootstrap method. Consequent to the analyses conducted in line with the purposes of this study,
organisational resilience was found to positively impact perceived organisational support and work engagement.

Furthermore, perceived organisational support has a full mediation role in the relationship between organisational
resilience and work engagement. The findings of this study theoretically provide a framework regarding how
organisational resilience improves employees' attitudes towards their jobs. In addition, the results obtained in the
study help efficiently manage crises and unexpected events and develop the right policies for employees.

Keywords: Organisational resilience, organisational support, work engagement, crises, hotel employees.

Introduction. Occurring in relation to environmental, financial, economic, or political changes, crises
deeply impact businesses and employees. Similarly, the hospitality industry is substantially affected by
crises, for it plays an important role in the global economy. For example, as a consequence of the terrorist
attacks in Egypt in 1992-1995, the number of international tourists visiting the country has drastically
dropped, causing a 43% loss in national tourism revenues (Sonmez, 1998). Similarly, Hurricane Catrina
stopped the activities of 1,409 hospitality businesses when it hit New Orleans, USA, affecting almost
33,000 employees (Pearlman and Melnik, 2008). After Hurricane Gustav hit New Orleans, USA, 42% of
hospitality companies lost their employees (Lamanna et al. 2012). After the UK's hand and mouth disease
outbreak in 2001, tourism companies suffered a loss of around 2.7 to 3.2 billion pounds (Thompson et al.,
2002).
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Moreover, the SARS outbreak of 2003 decreased the number of tourists in Japan by 55% in just a
month (Cooper, 2005), while 75% of employees in the leisure and hospitality sector in Toronto lost their
jobs (Nhamo et al., 2020). Recently, international tourist visits declined 74% in 2020 due to the COVID-19
pandemic (UNWTO, 2021). Turkish tourism companies and their employees, the population of this study,
have also gone through a challenging period due to the COVID-19 pandemic. On a global scale, Turkey
was ranked 6th in the list of top tourism destinations in 2019, with 51.2 million incoming tourists before this
number decreased by 69.14% in 2020 (TR Minister of Culture and Tourism, 2021). These results clearly
and tragically display the vulnerability of the tourism industry in the face of outbreaks and disasters
(UngUren et al., 2021).

Tourism companies must employ necessary precautions in environments where crises frequently
occur to sustain their activities and recover from the negative impacts of crises as soon as possible.
Employees are among the stakeholders that shall not be overlooked in events with negative impacts such
as crises. Affected by crises or unexpected events, employees need and expect support from their
employers. At this point, employers need to display behaviour that would meet employees' expectations
within the scope of activities to improve organisational resilience. We believe that organisational resilience
is an important concept in said measures to be taken, which is why we emphasise the consequences of
organisational resilience in this study. In light of these explanations, this study has two purposes. The first
purpose of the study is to determine the impact of organisational resilience on organisational support and
work engagement. On the other hand, the second purpose is to identify whether organisational support
plays a mediating role in the impact of organisational resilience on work engagement. The study is
important to help businesses manage crises and unexpected events, as they frequently occur in recent
times, and in developing policies for employees in such times.

Literature Review. In broad terms, organisational resilience refers to a company's ability to survive
and sustain its activities in the face of crises and unexpected events (Gittell et al., 2006). On the other
hand, organisational resilience is the ability of the business to adapt to the emerging new situation and to
create new opportunities in threat situations (Lengnick-Hall et al., 2011). That being the case, suffering at
a minimum from the negative impacts of crises has to do with the level of organisational resilience. Horne
[l and Orr (1998) state that seven behavioural patterns contribute to improving organisational resilience.
The first behavioural pattern is employees internalising the company's mission, vision, and values. The
second behavioural pattern is called competence, which refers to the harmony between information that
can fulfil the needs of internal and external environments and the skills, knowledge, and capabilities of
employees and teams during stressful crises. The third behavioural pattern, connections, comprises the
characteristics of all employees and teams, ensuring that they can respond, as a whole, inaccurate and
behave flexibly before the pressure their employer is facing. The fourth behavioural pattern is called
commitment. This term refers to employees' capability to cooperate with suppliers during times of
ambiguity. The fifth behavioural pattern is communication, which refers to a company informing all
stakeholders concerning its activities and keeping open all communication channels, be it vertical or
horizontal, within the organisation. Called coordination, the sixth behavioural pattern is explained by linking
all endeavours to each other to acquire efficient results. The final behavioural pattern is called
consideration, revealing how the management evaluates and values employees. These behavioural
patterns indicate that organisations' investment in their employees within organisational resilience is
important.

The impact of crises or other unexpected events on employees may be economic, psychological and,
in some cases, physical or social, as was the case during the COVID-19 pandemic. As employers carry
out activities to meet employees' expectations in the face of crises and unexpected events, employees'
perceived organisational support is predicted to be positively influenced. Perceived organisational support
is the perception of employees that the organisation cares about their well-being and their feeling that they
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are valued in difficult times (Eisenberger et al., 1986; Rhoades and Eisenberger, 2002). During such times,
employees, who receive support from employers, may devote themselves to their jobs and professional
duties. Work engagement is a positive attitude of the employee towards the job (Schaufeli et al., 2006).
Work engagement is related to employees' transferring their emotional energies to work while doing their
jobs and owning their roles (Khan, 1990). Employees whose expectations are met are thought to support
their employers' struggle against crises and unexpected events, which would, in turn, help to fulfil
organisational goals. Work engagement is also explained by the employee's enthusiasm to successfully
fulfil their responsibilities (Albrecht et al., 2018).

The literature has few studies investigating the link between organisational resilience and work
engagement. Want et al. (2017) conducted a study on IT companies in China, where they found that
organisational resilience positively impacts work engagement. Similarly, Cooke et al. (2019) found in a
study they conducted in the Chinese banking industry that organisational study is a business resource
which positively impacts work engagement. Amir and Mangundjaya (2021) also conducted a similar study
with academicians in Indonesia and concluded that there might potentially be a link between organisational
resilience and work engagement.

Organisational support was initially conceptualised by Eisenberger et al. (1986) within the scope of
Social Exchange Theory (Loi et al., 2006). Within the framework of this theory, organisational support
refers to employees' ability to handle crises and stress and succeed in fulfilling their professional duties
during crises and stress due to feeling valued by the management (Eisenberger et al., 1986; Rhoades and
Eisenberger, 2002). Perceived organisational support strengthens ties with the employer's positive and
negative behavioural intentions. Said behavioural intentions have been examined in various studies under
different variables. These variables can be listed as job conditions, human resources management, leader
behaviour, and organisational justice policies (Cropanzano et al., 1997; Eisenberger et al., 1999; Moorman
et al., 1998; Settoon et al., 1996; Wayne et al., 1997). The link between organisational support and work
engagement has been investigated in some studies. For example, a study conducted in the Pakistani
service industry found that organisational support positively impacts work engagement (Imran et al., 2020).
Caesens and Stinglhamber (2014) found in a study conducted in private sector businesses in Belgium that
organisational support impacts work engagement, and self-sufficiency partially moderates this impact.

At the same time, the impact of organisational resilience on employees' engagement can be realised
through perceived organisational support. A study conducted in a telecommunication company in China
found that organisational support positively mediates work engagement and objective job performance
(Yongxing et al., 2017). In another study conducted with the employees of a multinational company in
America, organisational support was detected to mediate the link between relational exchange and
organisational identification (Sluss et al., 2008). Moreover, a study conducted with universities and their
employees concluded that organisational support mediates the relationship between psychological
contract breach and organisational identification (Zagenczyk et al., 2011). Finally, another study conducted
with education specialists in Iran found that organisational justice indirectly impacts corporate citizenship
via organisational support (Noruzy et al., 2011). In the light of these explanations, the main purpose of this
study is to investigate the mediating effect of organisational support on the impact of organisational
resilience on employees' work engagement in hospitality businesses.
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Figure 1. Conceptual Model
Sources: developed by the author.
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Methodology and research methods. The survey technique was used in the study, carried out with
the quantitative research method. The study was conducted with employees of four and five-star hotels in
Antalya. Antalya is Turkey's most popular tourist resort, with over a million foreign visitors each year. Also,
most of Turkey's four and five-star accommodation establishments are located in Antalya. Data were
collected face-to-face and with the drop and pick method. The study used convenience sampling because
it was conducted during the COVID-19 pandemic and the relevant restrictions dictated certain precautions.
Another reason behind convenience sampling is the limited cost and timeline for the study. A total of 650
questionnaires were distributed, and 543 were collected. After questionnaires with missing information
and outliers were excluded, 506 remained for analyses. As can be seen in Table 1, 64% of respondents
were male, and 36% were female. The majority of respondents (65%) were between the ages of 18 and
37, while respondents of age 48 and above represented an 8%. The research study included respondents
from eight different departments, mostly from food and beverage, housekeeping, kitchen, and front office.
Among the respondents, 33% hold a high school degree, 29% hold an associate degree, 19% hold a
primary school diploma, and 19% hold a bachelor's degree. Most participants (80%) work in the same
accommodation business for one year or more.

Data were collected with questionnaires consisting of four sections. The first section of the
questionnaire includes an organisational resilience scale since it is the study's independent variable.
Organisational resilience was measured with The Benchmark Resilience Tool (BRT-13), comprising 13
items developed by Whitman et al. (2013). BRT-13 is a self-administered questionnaire revealing the
resilience performance of businesses. It was determined that the scale consisted of two factors: planning
and adaptive capacity. The original scale calculated Cronbach's values for two dimensions above 0.80.
Each BRT-13 item was measured using a 5-point Likert scale (1= strongly disagree to 7 = strongly agree).
Organisational support, the mediating variable of the study, was measured by the Perceived
Organizational Support scale (POS), comprising eight items, as developed by Eisenberger et al. (1986).
POS refers to employees' perceptions of how much their organisation values their contributions and how
much they care about their well-being. Four of the items in the scale consisted of reverse propositions.
The higher the score obtained from the scale indicates high perceived organisational support. Work
engagement, the dependent variable of the study, was measured with a 9-item short form from Utrecht
Work Engagement Scale (UWES-9), developed by Schaufeli et al. (2006). Cronbach alpha internal
consistency coefficient of UWES-9 was found between 0.85 and 0.92. A high score from UWES-9
indicates high work engagement. Finally, the fourth section of the questionnaire includes six questions
addressing identifying employees' demographics.

Table 1. Research Respondent Profile

Gender n % Marital status n %
Male 176 34.8 Single 229 45.3
Female 309 61.1 Married 250 494
Missing 21 4.2 Missing 27 5.3

Age n % Education n %
18-27 age 117 231 Primary education 92 18.2
28-37 age 210 415 High school 162 32.0
38-47 age 130 25.7 Associate's degree 141 279
48 age and above 37 7.3 Bachelor's degree 92 18.2

Missing 12 24 Missing 19 3.8

Department n % Tenure in the business n %

Food & Beverage 127 25.1 Less than a year 101 20.0
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Continued Table 1
Kitchen 60 11.9 1-3 year(s) 129 255
Housekeeping 83 16.4 4-6 years 132 26.1
Front Office 67 13.2 7-9 years 76 15.0
Sales & Marketing 26 5.1 10 years and above 58 1.5
Accounting & 47 9.3 Missing 10 20
Finance
Human Resources 32 6.3
Purchasing 35 6.9
Missing 29 5.7

Sources: developed by the author.

Acquired data were controlled before analyses. During data control, missing values, outliers, and
normal distribution were checked. Mahalanobis' distance was analysed to determine outliers. Skewness
and kurtosis coefficients were examined to detect whether or not data displayed normal distribution.
Skewness and kurtosis values were between +2 and -2, which provide normal distribution values. Data
concerning the demographics of respondents were also examined with frequency and percentages.
Analyses of the research model, on the other hand, were conducted in two stages in line with the
recommendation of Anderson and Gerbing (1988). The first stage tested the measurement model with
confirmatory factor analysis (CFA) before analysing the structural model. Within the scope of the
measurement model, discriminant validity and convergent validity were also investigated. Analysis for the
mediation was carried out with process macro based on the bootstrap method.

Results. Conducted to test the measurement model, CFA results are presented in Table 2. As a result
of CFA analysis in the first stage, three items concerning the organisational resilience scale were
determined to have factor loads lower than 0.50. Later, these three items were excluded, and CFA analysis
was conducted again. Factor loads of scale items were over 0.70 with high t values and were statistically
significant. The goodness of fit statistics regarding the measurement model indicate that it is an acceptable
model (x2 = 509.527, df = 321, x2/df=1.587; RMSEA= 0.034; GFI= 0.927; CFl= 0.987; NFI= 0.967, RFI=
0.964, IFI=0.987, TLI= 0.986). Cronbach's Alpha values of scales were between 0.96 and 0.74. In addition
to the goodness of fit indexes of the measurement model, convergent validity and discriminant validity
values of scales were calculated as presented in Table 3. CR values were over 0.70, AVE values were
over 0.50, and CR values were greater than AVE values. These results show that the internal validity of
scales is high with observed convergent validity. The VAVE value of each construct in the measurement
model is greater than the correlation value between variables, indicating discriminant validity. Moreover,
correlations between dependents in Table 3 reveals that organizational resilience was positively correlated
with organizational support (r = 0.59, p < 0.01) and work engagement (r = 0.51, p < 0.01). There is also a
strong positive link between organisational support and work engagement (r = 0.78, p < 0.01).

Table 2. Result of the measurement model

Dimension Mean SD. SFL SE. CR. P a
ORGRES1 4.46 147 0.82 0.031 26.86 p < 0.001

ORGRES2 435 147 0.82 0.031 27.04 p < 0.001

ORGRES3 4.41 1.66 0.84 0.033 28.63 p < 0.001

ORGRES4 4.38 1.50 0.84 0.03 28.10 p < 0.001

ORGRES5 434 1.56 0.82 0.032 27.18 p< 0.001 0.96
ORGRES6 4.36 1.59 0.87 0.031 30.58 p < 0.001

ORGRES7 4.29 1.55 0.85 0.031 29.47 p < 0.001

ORGRESS8 4.25 1.54 0.88 0.029 31.73 p < 0.001
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Continued Table 2

Dimension Mean SD. SFL SE. CR. P a
ORGRESY 4.36 1.55 0.89 0.029 32.52 p< 0.001

ORGRES10 432 1.59 0.92 Fixed

ORGSUP1 4.47 1.49 0.88 0.029 33.10 p< 0.001

ORGSUP2 4.54 1.54 0.86 0.031 31.32 p< 0.001

ORGSUP3 443 149 0.83 0.032 28.02 p< 0.001

ORGSUP4 456 1.53 0.85 0.031 30.40 p< 0.001 0.96
ORGSUP5 4.42 1.49 0.85 0.031 29.90 p< 0.001

ORGSUP6 4.42 1.55 0.89 0.029 33.99 p< 0.001

ORGSUP7 4.38 1.57 0.92 0.027 38.21 p< 0.001

ORGSUPS8 430 148 0.93 Fixed

WRKENG1 4.42 142 0.84 Fixed

ORGENG2 4.36 1.32 0.81 0.039 22.84 p< 0.001

ORGENG3 443 143 0.81 0.042 22.86 p< 0.001

ORGENG4 4.30 1.40 0.86 0.04 25.15 p< 0.001

ORGENG5 4.26 147 0.86 0.042 25.24 p< 0.001

ORGENG6 4.23 146 0.87 0.041 26.06 p< 0.001 0.97
ORGENG7 4.25 1.51 0.91 0.041 28.41 p< 0.001

ORGENGS8 422 147 0.93 0.039 29.39 p< 0.001

ORGENG9 4.16 1.51 0.92 0.04 2847 p < 0.001

SFL: Standardised Factor Loadings. a = Cronbach’s Alpha, ORGRES: Organizational Resilience, ORGSUP: Organisational
Support, WRKENG: Work Engagement

Sources: developed by the author.

Table 3. Internal consistency, convergent validity and discriminant validity of the measurement

model
Mean  SD 1) 2) 3) CR  AVE
(1)Organizational Resilience 4.35 1.34 [0.85] 0.59" 051" 097 073
(2)Organizational Support 4.44 1.35 [0.88]2 0.78" 0.96 0.77
(3) Work Engagement 4.29 1.27 [0.8712  0.97 0.75

**p<0.01,, CR= Composite reliability, AVE= Average Variance Extracted, a = square root of AVE
Sources: developed by the author.

In order to test whether or not organisational support plays a mediating role in the impact of
organisational resilience on the work engagement of hotel employees, regression analysis based on the
bootstrap method was applied. First, the impact of organisational resilience on work engagement was
analysed without the moderating effect of organisational support. As seen in Table 4, Model 1, regression
analysis results show that organisational resilience has a positive impact (B = 0.46, %95 BCA Cl
[0.39;0.53]) on work engagement. Accordingly, in cases where organisational support is not present,
organisational resilience accounts for approximately 23% (R2 = 0.23, p < 0.01) of the change in work
engagement. In Table 4, Model 2, on the other hand, organisational resilience positively impacts
organisational support (B = 0.58, %95 BCA CI [0.50;0.65]), which is the mediating variable. Accordingly,
organizational resilience accounts for approximately 33% (R2 = 0.33, p < 0.01) of the change on
organizational support. In Table 4, Model 3, the impacts of organisational resilience (X), which is the
independent variable in the study, and organisational support (M), which is the mediating variable on work
engagement (Y), can be seen together. Organizational support positively impacts work engagement (B =
0.69, %95 BCA CI [0.63;0.75]) in employees. However, in Model 3, the effect of organisational resilience
on work engagement was lost (8 = 0.06, %95 BCA CI [-0.01;0.13]). As shown in Table 4 and Figure 2, the
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indirect effect of organisational resilience on work engagement ( = 0.40, 95% BCA CI [0.34;0.46)) is
significant. This result shows that organisational support fully mediates the relation between organisational
resilience and work engagement. Completely standardized indirect effect(s) of X on Y was calculated to
be 0.42 (BCA CI [0.36; 0.48]). This value shows that organisational support mediates the relationship
between organisational resilience and work engagement to quite a high degree.

Table 4. Regression Analysis Results for Mediation Testing

Model 1: X 2> Y B SE t p LLCI ULCI R? F
Constant 230 017 1365 000 1.96 2.63 023  154.66
Organizational Resilience 046 0.04 1244 0.00 0.39 0.53

Model 2: X > M B SE t p LLCI ULCI R2 F
Constant 194 017  11.58 000 1.61 227 033  244.86
Organizational Resilience 058 0.04 15.65 0.00 0.50 0.65

Model 3: X >M> Y B SE t p LLCI ULCI R2 F
Constant 096 014 6.96 0.00 0.69 1.23

Organisational Resilience 0.06 0.03 190 0.06 -0.01 0.13 060  371.31
Perceived Organizational Support 069 0.03 2122 0.00 0.63 0.75

Total effect of Xon Y 046  0.04 1244 000 0.39 0.36 - -
Direct effect of X on Y 006 003 1.90 0.00 -0.01 0.13 - -
Indirect effect(s) of X on Y 040 003 - - 0.34 0.46 - -

Sources: developed by the author.

Organisational _ » Work
Resilience (X) 6=0.46.0<0.01 "1 Engagement (Y)
<N Perceived B=
=05%.P Organizational 069, p < 005
Support (M) \ Work
Organisational Engagement (Y)
Resilience (X
A e B=006,p>005 'TTTTTTTTTS >

Figure 2. The mediating role of Organizational Support in the relation between organisational
resilience and work engagement
Sources: developed by the author.

Conclusion. Risks and crises in the tourism industry can be caused by nature or humans, negatively
impacting businesses, employers and clients (Brown et al., 2017). Thus, businesses in the tourism industry
must regulate and improve their managerial understanding by taking into consideration such cases. One
of the concepts that might benefit companies in this matter is organisational resilience. Organisational
resilience has gained importance for businesses and researchers with the impact of recent crises
(Annarelli and Nonino, 2016). This concept is useful in understanding how the tourism industry can
respond efficiently to crises, shocks and changes and how it can adapt to such developments (Biggs et
al,, 2012). In this context, this study tested, first and foremost, how organisational resilience impacts
employees' work engagement with organisational support. Afterwards, the mediating role of organisational
support in the relationship between organisational resilience and work engagement was analysed.
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The study found that organisational resilience positively impacts employees' work engagement. This
study also concluded that organisational resilience substantially increases perceived organisational
support. In other words, employers' investment in their employees within the scope of organisational
resilience would positively impact employees' perceived organisational support. Simultaneously, this study
found that perceived organisational support positively impacts work engagement. Sources provided to
employees, especially social support, play important roles in improving employees’ work engagement
(Caesens and Stinglhamber, 2014). Social exchange theory predicts that employees with higher levels of
perceived organisational support may be more devoted to their jobs and more included with the
organisation, helping it achieve its goals. In this context, opportunities organisations provide to their
employees may improve work engagement and produce maximum benefit and productivity in cases of
crises. An important finding obtained in the study was that perceived organisational support fully mediated
the effect of organisational resilience on work engagement. In other words, the impact of organisational
resilience on employees' work engagement occurs via perceived organisational support.
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IHHOBaLii B ynpaBniHHi NnepcoHanoMm rotento: 38’A30K Mix opraHisauiiiHOK CTIWKICTIO Ta 3any4eHiCTIo NpaLiBHUKIB

Y baraTbox KpaiHax CBiTy Typu3M BUCTYNae OAHIEK 3 BUCOKOAOXIQHWX ramy3el rocrofapioaHHsl, sika B HAcmigoK Aii kpua,
TaKuX SIK yparaHu, NoBeHi, NCOBi NOXeEXi, 3&MNETPYCH, TEPOPUCTUYHI aTaku Ta cranaxv, 3Ha4yHO 3MEHLLYE MOXIMBOCTI BUPILLEHHS
L{inoro KOMMAeKCy coLjianbHO-ekoHOMIYHIMX npobnem. OfHUM 3 HeraTMBHUX (haKTOpiB PO3BUTKY iHAYCTPIi TYpU3MY Mg yac Kpusm €
3HaYHe 3HWKEHHS NPOAYKTUBHOCTI NpaLli nepcoHany Ta BianoBiAHE 3HWKEHHS CTIMKOCTi NANPUEMCTB, LLO BUMArae Bif MEHEDKMEHTY
KOMNaHil BpoBaKeHHsl HOBMX MiAXOLIB yNpaBniHHS nepcoHanom Ta 3abesneyenns i cTitkocTi. Lisi cTaTTs y3aranbHioe apryMeHTu
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Ta KOHTPApryMEHTU B MeXax HaykoBOi AMCKYCii 3 MUTAHHSA YNpaBmiHHA NepPCOHanoM roTento B ymoBax kpusn. OCHOBHOI METOI0
NpOBEAEHOT0 JOCTIMKEHHS B KOHTEKCTi Teopii couianbHOro obMiHy €: BM3HAYeHHS BMNMBY CTIMKOCTI OpraHisaujii Ha piBeHb
3anyyYeHiCTI0 NpaLiBHWKIB; BU3HAYEHHS NOCEPEAHNLIbKOI PoMi OpraHisaLiitHoi NiATPUMKA NPy akTUBi3aLlii iHHOBAL|IHOT CknagoBoi
ka[poBoro noTeHLjany 3 MeTolo 3abe3neyeHHs CTikocTi nignpuemcTsa. MeToaNYHIM iHCTPYMeHTapiem NPOBEAEHOrO0 JOCTIMKEHHS
CTanM MeToau KinbkicHoro aHanisy nepexpecHux aaHux. flani sibpari 3a gonomoroto aHket 506 cniBpobiTHUKIB, siki NpaLtoloTb Y
4OTUPLOX i M'ATU3iPKOBUX roTensix Mig vac nanaemii COVID-19. Y cTaTTi npeactaBneHo pesynbtaTit eMipuyHOro aHanisy, skui
3acBifuMB, LLO OpraHisaLiitHa CTINKICTb MO3WUTUBHO BNNMBAE Ha CMPUIHSATTS OpraHisaLliiHoi NATPUMKW Ta 3anmyyeHHs 40 poboTu
npauisHuKiB. KpiM TOro, BCTaHOBMEHO, LLO OpraHi3aLitHoi NigTPUMKI NPy aKTUBI3aLyii iHHOBAL|iHOT CKITaA0BOI KaApoBOro NoTeHLjany
3abesneyye NiABMLLEHHS piBHA CTIAKOCTI mignpuemcTea. [ocnimKkeHHs emMnipuyHo MifTBEPAXYE Ta TEOPETUYHO AOBOAMTH, L0
CTilKicTb KOMNaHii MoKpalLye CTaBneHHs npauiBHUKIB 40 CBOEi poboTu. Pesynbtat MpoBedeHOro AOCMIMKEHHS MOXYTb ByTn
KOpUCHUMU [Nl MeHeaXepiB roTenis npu dopMyBaHHi CTpaTerii ynpaBniHHs nepcoHanom Ta 3abesneyeHHs ix CTIKOCTI nig yac
Kpu3u.
KntoyoBi cnoBa: opraHisaljiiHa CTilikicTb, opraHisaiitha nigTpuMka, 3anyyeHicts 4o poboTu, kpuaa, Typuam.
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