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The article examines the content of American and Eastern European models of HR
management in the recreational business environment. The importance of effective HR
management as the main factor in ensuring competitiveness in market conditions and
improving the quality of recreational services is substantiated. The characteristics and
criteria for the functioning of the studied models are considered, as well as their
differences due to historical, institutional and cultural features of development. It is
established that the American model of HR management is based on individualism,
orientation towards achieving high results, constant improvement of professional
competencies of employees, personal responsibility, and the use of flexible motivation
mechanisms. The features of the Eastern European model of HR management are
determined, which is characterized by the integration of traditional principles of
personnel work with creative practices of social development and appropriate working
conditions, the formation of human capital and the adaptation of personnel policy to
dynamic changes in the external environment. The practical significance of the research
is the possibility of using these results to improve HR management systems in
recreational organizations. The application of the above advantages of both models can
contribute to more effective development of human potential, improving the quality of
recreational services and strengthening competitiveness.
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Y craTTi mocaigkeHO 3MICT aMepUKaHCbKOI 1 cxigHOoeBpomelcbkoi Mozesed HR-
MeHe/PKMEeHTY B CepeJloBMILI peKpeauiiiHoro 6i3Hecy. OGIpDyHTOBaHO 3Ha4yeHH:A
edpexTuBHoro  HR-MeHe/)kMeHTy AK  TOJIOBHOTO YHMHHMKA  3abe3NeyeHHA
KOHKYPEHTOCIIDOMOXHOCTI B YMOBaX PWHKOBUX BiJJHOCMH Ta NiJBULIEHHA SKOCTI
peKpeanifHuX MOCayr. PO3TJAHYTO XapaKTepPUCTHKH Ta KpuUTepili QyHKLiOHyBaHHSA
JOCJIiIPKYBAaHUX Mo/Jiesiel, IXHi BIAMIHHOCTI, 3yMOBJIeH] iCTOpUYHUMH, IHCTUTYLiHHUMU
Ta KyJbTYPHUMH 0COBJHUBOCTSIMU PO3BUTKY. BcTaHOBJ/IEHO, 1110 aMepUKaHCbKa MO/JeJb
HR-MeHepKMeHTY I'DYHTYEThCA Ha IHAUBIAyas1i3Mi, opieHTaLil HAa JJOCATHEHHS BUCOKUX
pe3y/bTaTiB, TNOCTIHHOMY  BJOCKOHaJleHHI  npodeciiHUX  KOMIIeTeHTHOCTeM
NpaliBHUKIB, NepcoHa/lbHIN BiANOBiaJAbHOCTI, 3aCTOCyBaHHI THYYKUX MeXaHi3MiB
MoTuBaljii. BusHayeHO 0COGJIMBOCTI cXifiHOEBpomelcbkoi Mozeni HR-MeHemkMeHTY,
sKa XapaKTepU3YETbCA IHTerpani€l0 TPaAULiHHUX NPUHIUIIB KaJpoBoi po6oTH i3
KpeaTHUBHUMHU MPAKTUKAMU COLIaJIbHOTO PO3BUTKY Ta BiANIOBIAHMMU YMOBaMH Mpall,
$opMyBaHHAM JIIO/ICHKOTO KaMNiTa/ly Ta afalTalli€elo KaZpoBoi MOJIITUKU A0 JUHAMIYHUX
3MiH 30BHIIIHBOrO cepefoBulla. [[paKkTHYHA 3HAYYLLICTh NPOBELEHOr0 AOCJiIKEHHS
[OJIATAE ¥ MOXJIMBOCTI BUKOPUCTAHHA LIUX pe3yJ/bTaTiB AJi BAOCKOHAJEHHS CUCTEM
HR-MeHepxMeHTy B peKpealiiHUX OpraHisanifx. 3acToCcyBaHHA HaBeJeHHUX IlepeBar
060X Mojiesiell MOXKe CHpUATH ePEeKTHUBHIIIOMY PO3BUTKY JIIOJACHKOrO MOTEHILasy,

MiABUIIEHHIO SAKOCTI HaJlaHHS pekpearniiHux [OCJYT i 3MillHEHHIO
KOHKYpPEeHTO3JaTHOCTI.

KJ/IIOYO0BI CJ/IOBA

HR-MeHexMeHT, pekpeaniiHun 6i3Hec, aMepUuKaHCbKa MO/ieJlb,

cxiJHOEBpOMEChbKa MOIe/b, JIIOACbKUH KamiTasl.
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1. Introduction

The intensification of transformation processes accompanying the development of the economy
in the context of the fourth industrial revolution leads to the transition to an innovative model of
economic development and the formation of new strategic priorities both at the macroeconomic level
and at the level of individual organizations that act as independent system-forming economic entities.
These changes determine the need to adapt the system of strategic management of organizations to the
dynamically changing conditions of the external and internal environment. In modern conditions,
effective HR management is of key importance, which acts as one of the determining factors in ensuring
sustainable development and increasing the competitiveness of organizations.

In this regard, the role of the employee in the functioning of the organization increases its value.
Previously, the personnel of the organization was mainly considered as a production resource. However,
today an employee, especially a successful manager, is recognized as one of the most important strategic
assets that can ensure innovative development and profitability of the organization.

A recreational organization integrates the processes of recruitment, adaptation, training,
motivation, evaluation and retention of personnel into a single human resources management system.
The peculiarities of the functioning of the recreational business are that the quality of the final product
is largely determined by the level of interaction of employees with customers and their contribution to
the creation of consumer value of services. That is why human capital is considered as one of the most
important strategic resources, the effectiveness of which depends on the competitiveness of the
organization. The most valuable thing is its ability to provide a high level of service and successfully
adapt to dynamic changes in the market environment. Therefore, the above confirms the relevance of
conducting research in this direction.

2. Literature Review

The art of human resource management is widely covered in the fundamental works of the
authors [2; 5; 17; 23]. For an HR specialist in research [1; 11; 13; 14], the list of necessary competencies
and ways of their formation are substantiated. In addition, a number of scientists [4; 9; 16; 24] have
provided meaningful recommendations on human resources management in various sectors of the
economy. Sources [6; 7; 15; 22] describe entrepreneurial relationships and processes of effective
business in a market economy, but there is a limited number of scientific developments on recreational
business. In our previous publications, various aspects of the functioning of the recreational industry
were defined [18-21]. This paper attempts to compare the American and Eastern European models of
HR management in the recreational business environment.

3. Problem Statement

The purpose of the study is to comprehensively study, compare and determine the advantages of
the American and Eastern European models of HR management in the recreational business
environment.

4. Methods and Materials

The methodology of this study consists of general scientific and special methods of cognition, as
well as systemic, comparative, structural-functional and integrated approaches. Their use made it
possible to substantiate the features of the formation and functioning of HR management systems in the
recreational business environment. The study is based on the principles of comparative analysis of the
American and Eastern European models of HR management with further synthesis and generalization
of their conceptual foundations, motivation tools, approaches to human capital development and
features of managerial culture. Determining the advantages and limitations of the studied HR
management models provides additional opportunities for the management of recreational
organizations to systematically improve business processes in this area.
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5. Results and Discussion

The recreational business environment has been increasingly spreading in recent decades. The
development of digital technologies contributes to the improvement of recreational organizations. This
changes the requirements for the functional responsibilities of personnel and their management
systems. Because of this, HR management mechanisms that can ensure the effective functioning of
recreational organizations need to be detailed and develop recommendations for systematic use.

Taking into account these trends, each organization needs qualified personnel in its asset. Finding
employees who have the optimal list of professional competencies for the recreational business
environment requires time and money. Therefore, the preservation of the already existing personnel
reserve is the art of a responsible manager. In this regard, the organization’s HR management system
should be based on a proactive strategic approach. This involves systematic forecasting of possible
development scenarios and timely identification of risk factors in order to minimize the negative impact
on business processes.

The introduction of a proactive approach to HR management in the recreational business
environment requires the use of innovative actions. In the recreational business, it is the personnel that
largely determines the quality of the services provided, which forms the competitive advantages of the
organization. Under such conditions, the management of organizations must ensure continuous
professional improvement of employees, the formation of a talent pool, the integration of innovative HR
tools and the development of an organizational culture that can quickly adapt to the updated operating

conditions.

Table 1. Characteristics of the American and Eastern European Models of HR Management in the
Recreational Business Environment

Leitmotif

Control
characteristics

HR Management Model

American
pronounced individualism

- initiative, professional mobility of personnel and
competitive environment, which stimulate the
development of competencies of recreational
business employees;

- employees’ desire for leadership, professional
growth and high individual results;

- encouragement of personnel in accordance with
individual contribution, quality of service and
results of the organization;

- orientation to increase the profitability of
organizations in the recreational industry, labor
productivity and income level of employees;

- independence of employees in making
managerial and operational decisions aimed at
improving the quality of recreational services;

- dominance of the concept of Homo economicus,
based on rational economic motivation and the
desire to maximize personal benefit;

- predominance of customer focus, service culture
and consumer values as factors of
competitiveness of the recreational business;

- the use of a multi-component remuneration
system, which provides for remuneration
depending on the amount of work performed or
time worked, and also includes bonus incentives
and additional payments for the level of
qualification, experience and work results
achieved.

Source: Compiled by the author.

Eastern European
Social development
conditions

- priority of continuous improvement of education,
qualification and development of personnel
competencies as the basis for the quality of
recreational services;

- respect for the personality of the employee,
recognition of his professional potential and creation of
conditions for self-realization;

- remuneration of personnel in accordance with
qualifications, professional competencies and personal
contribution to the development of the organization;

- involvement of employees in management processes
and improvement of business processes in recreational
organizations;

- focus on high quality of work, compliance with service
standards and customer satisfaction;

- systematic professional development, professional
retraining and development of human capital;

- provision of social guarantees and a decent level of
remuneration as factors of motivation and retention of
personnel;

- participation of employees in the distribution of
profits and the results of the activities of recreational
organizations;

- minimizing status differences, developing a corporate
culture of cooperation and trust;

- development of social partnership as the basis for
sustainable development of recreational business
organizations and effective HR management.

and comfortable working

Table 1 presents the comparative characteristics of the American and Eastern European models

of HR management in the recreational business environment, reflecting their key conceptual,
organizational and functional features. Generalization and systematization of these indicators, carried
out taking into account the analysis of scientific sources [3; 8; 10; 12], allow to identify fundamental
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differences in approaches to HR management, determine the specifics of the formation of personnel
policy of organizations in the recreational industry, and even assess the potential for adaptation of the
best management practices to modern conditions of development of the recreational business.

The given characteristics of the American and Eastern European models of HR management in the
recreational business environment indicate that in addition to the differences in the principles of
organization, both models have common ultimate goals. They are based on the idea that human capital
is a determining factor in the effectiveness of the organization, and rational HR management creates
prerequisites for achieving long-term goals. This vision is largely consistent with the provisions of the
concept of Homo economicus, which considers labor productivity as the result of a combination of
effective organization of labor activity, the creation of comfortable working conditions, the use of
effective motivation mechanisms, maintaining employees at an optimal professional level and providing
adequate material incentives. The integrated use of these components contributes to improving the
quality of recreational services, more fully satisfying consumer expectations, strengthening the
competitive advantages of the organization and ensuring their economic efficiency.

If we move on to the differences in the characteristics of the compared models, then first of all,
they are manifested in the philosophy of HR management. Thus, in Eastern European countries, a
combination of traditional HR management practices with modern tools is being implemented.
However, the American approach is based on the priority of personal responsibility of each employee
and his individual results. It can be argued that the formation of such models was the result of the long-
term influence of historical, socio-cultural and economic factors.

The American model of HR management in the recreational business environment is
characterized by a pronounced orientation to individualism, competitiveness and personal
responsibility of employees for the results of their activities. To a large extent, the formation of this
model took place on the basis of the concept of Homo economicus. Its content lies in the labor behavior
of a person aimed at maximizing personal benefit. This approach includes not only material incentives,
but also as a tool for career development. promotion, professional growth, self-realization, etc. Constant
maintenance of a high level of motivation with a further increase in labor efficiency is important for the
recreational business environment.

Over the past decades, the American model of HR management has undergone fundamental
changes in its emphasis, gradually shifting from purely economic motivation mechanisms to a human-
centered approach. As for the HR management system, individualistic values began to dominate in the
United States. It is worth noting that employers give preference to specialists who are able to work
independently, take initiative, quickly adapt to new conditions, generate non-standard solutions, take
responsibility, etc. This has led to improvements in a variety of tangible and non-material incentives,
covering health and pension provision, paid vacations, disability compensation, funding for professional
development and vocational education programs, and corporate social initiatives. A traditional aspect
of American management practice is the use of flexible remuneration systems that allow employees to
independently form an individual social package depending on personal and professional needs. In the
recreational business environment, the quality of services is of great importance, which directly
depends on the professional training and motivation of personnel, their communication skills, etc. - all
this is embodied in this management model, which creates a favorable basis for increasing operational
efficiency, strengthening market positions and forming sustainable competitive advantages.

The Eastern European model of HR management in the recreational business environment is
characterized by the introduction of a complex of economic, organizational and social means of
motivational influence aimed at increasing the efficiency of recreational industry organizations and the
development of human capital. A feature of the Eastern European model of HR management is a
pronounced social orientation that increases the well-being of employees, develops social partnership
and encourages them to participate in management processes. The amount of remuneration, as a rule,
is determined by the employee’s personal contribution to the achievement of the strategic goals of the
organization, the level of quality of recreational services provided, participation in the implementation
of innovative solutions and the fulfillment of established performance indicators. This approach ensures
the coordination of the interests of the staff and the organization, strengthens the motivation for highly
productive work and creates conditions for the sustainable development of organizations in the
recreational sphere.

State and corporate social support programs play an important role in the functioning of this
model. Their goal is to create comfortable working conditions and increase the level of social protection



Tolchieva, H. Public Management and Policy No. 5(21) (2026)

of personnel. Such actions are ensured by a consistent HR management policy, which is focused on
retaining talented employees and strengthening their commitment to the organization. In the
recreational business environment, the combination of such components as the use of transparent
mechanisms for evaluating professional activities, achieving certain performance indicators, as well as
involving top managers in the creation of mechanisms for distributing financial results and strategic
management forms an integral system of HR management.

The scientific basis is determined when comparing the American and Eastern European models
of HR management in the field of recreational business. Thus, in order to identify strengths and
weaknesses in both models of HR management, the following criteria were generalized: duration of
hiring, specialization of the employee, participation in managerial decision-making, control over the
activities of HR management, participation in profits. The content of the study is given in Table 2.

Table 2. Criteria for the functioning of the American and Eastern European models of HR
management in the environment of recreational business

Criteria HR Management Model

Duration of
employment
Employee
specialization

Participation in
managerial decision-
making

Control over HR
management
activities

Profit Sharing

American
Mostly medium-term employment (no more
than 5-8 years)
Orientation to a narrow specialization of labor
and a clear delineation of functional
responsibilities of personnel
Focus on individualism and leadership
qualities of personnel in managerial decision-
making, the predominance of personal
responsibility, initiative, self-confidence and
the desire for professional achievement
A high degree of centralization of management
and control, clear individual responsibility of
personnel for the results of activities, as well
as a focus on timely and high-quality
performance of tasks

The use of programs for the participation of
employees in the distribution of profits,
including the formation of pension funds,
financial incentives for managerial personnel
and the payment of annual bonuses in
organizations

Eastern European
Mostly long-term employment (8 years or
more)
Wide specialization of personnel, which
involves general and professional training, as
well as training directly on the job
The practice of employee participation in
managerial decision-making as an element of
planning and control processes, based on the
principle of balancing the interests of
personnel and the organization
The use of internal mechanisms of control and
self-control of personnel, focused on assessing
the effectiveness of activities, as well as a
detailed comparison of planned and actual
indicators in the system of strategic
management of the organization
Participation of employees in the distribution
of profits as a tool for retaining personnel, in
which top management is responsible for the
strategic development of the organization and
the well-being of employees, and state support
is carried out through a system of bonus

payments
Source: Compiled by the author.

A comparison of the functioning of the American and Eastern European models of HR
management in the recreational business environment demonstrates differences in determining the
strategic priorities of the organization’s interaction with the main stakeholders. Thus, the American
model is characterized by a focus on the interests of capital owners, investors and shareholders, which
is due to the high level of development of the stock market and the dominance of the market value of
the organization. is considered as one of the factors in increasing the efficiency of business and ensuring
its investment attractiveness. In turn, in the Eastern European model, the management apparatus of the
organization is the most important. Bank financing in this process prevails over the mechanisms of the
stock market. Such specificity determines a closer relationship of the HR management system with the
strategic development of the organization, maintaining its financial stability and long-term increase of
human capital.

In 2024, the International Academy of Innovations in HR identified 11 main trends in strategic
human resource management, reflecting the current challenges and requirements of today’s socio-
economic environment. They are as follows: effective use of the potential of hidden labor; integration of
sustainable development principles into HR strategy; search for solutions to the phenomenon of labor
productivity; development of inclusive practices; rejection of ineffective practices of attracting
inappropriate personnel; ensuring a balance between professional and personal life of employees;
rethinking the traditional Ulrich model; strengthening the role of HR as a strategic partner of the
organization; priority talent development (Talent Management); expanding the interaction of HR
services with relations departments and the public; transformation of the workforce under the influence

6
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of generative artificial intelligence (GAI). These areas characterize the transformation of approaches to
personnel management and are aimed at increasing the efficiency of the use of human capital.

Among the trends listed above, the first positions are occupied by those related to increasing labor
productivity and finding effective solutions. Their implementation involves the transition to a creative,
cognitive, and creative paradigm of HR management, which is focused on unlocking the labor potential
of employees. In this context, the process of improving the HR management system in the recreational
business may involve the implementation of the following areas:

— elimination of manifestations of the phenomenon of productivity, which is characterized by a
weak relationship between the financial results of organizations and the level of labor productivity of
employees, by improving the system of motivation and rational management of human capital in the
field of recreation;

— the application of an inclusive strategy in the HR management system of recreational
organizations provides equal access for representatives of different social categories;

— creation of an environment focused on continuous professional improvement of personnel,
expansion of their competence potential and purposeful formation of human capital makes it possible
to ensure the compliance of employees with modern challenges and requirements of the functioning of
organizations in the recreational sphere;

— the formation of a corporate culture according to the concept of DEIB (Diversity, Equity,
Inclusion and Belonging) involves the creation of an open working environment in a recreational
organization;

— adaptation of the HR management system of a recreational organization to the principles of the
ESG concept (Environmental, Social, Governance) forms in employees a focus on environmentally
responsible behavior, compliance with social labor standards and the use of effective management
mechanisms;

— creating conditions for maintaining a balance between professional activities and personal life
of employees (Work-life balance) through the introduction of flexible work formats;

— transformation of the functions of HR departments in the direction of the formation of strategic
HR management centers focused on the disclosure of human potential, the implementation of long-term
personnel strategies and ensuring the stable development of organizations in the recreational business
environment.

6. Conclusions

The American and Eastern European models of HR management have fundamental differences
due to the specifics of their evolution, the nature of the institutional environment and the established
traditions of management practice. The American model provides for a concentration on
individualization, material and non-material motivation, the widespread use of innovative HR
technologies, talent development and assessment of personnel performance. The Eastern European
model is characterized by a combination of traditional methods of personnel administration with
creative methods of HR management and is in the process of adaptation to international standards,
taking into account the national characteristics of the functioning of organizations in each country.

The expediency of adapting the most effective management practices of the American model of
HR management with the simultaneous consideration of the advantages formed within the framework
of the Eastern European approach is confirmed. The combination of innovative tools of strategic
personnel management with traditionally formed institutional mechanisms creates the basis for
building a flexible and effective HR management system in organizations in the recreational sector. This
model allows for ensuring the comprehensive development of human capital, increasing the level of
quality of recreational services, strengthening the competitive position of organizations and forming the
resilience of organizations to the impact of changes in the external environment.

References

1. Brake, T. (1999). The HR Manager. The Global HR Manager. https://Ink.ua/ArAhh7BgA

2. Bratton, ], Gold, ], Bratton, A., & Steele, L. (2021). Human resource management. Bloomsbury Publishing.
https://Ink.ua/UgzFyuaCz



https://lnk.ua/ArAhh7BgA
https://lnk.ua/UqzFyuaCz

Tolchieva, H. Public Management and Policy No. 5(21) (2026)

3.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

Brewster, C., HoltLarsen, H., & Trompenaars, F. (1992). Human resource management in Europe: evidence
from ten countries. International Journal of Human Resource Management, 3(3), 409-434.
https://doi.org/10.1080/09585199200000157

Buryk, Z., Zhuk, 0., & Ogorodniichuk, M. (2025). Management of social security and labor resources. Philosophy
and Governance, 2(6), epg0038. https://doi.org/10.70651/3041-248X/2025.2.08

Cole, G. (2004). Personnel and human resource management (Vol. 33, No. 3, pp. 373-374). Emerald Group
Publishing Limited. https://doi.org/10.1108/00483480410528887

Dumas, M., Rosa, M. L., Mendling, ]., & Reijers, H. A. (2013). Fundamentals of business process management.
Springer. https://doi.org/10.1007/978-3-642-33143-5

Harmon, P. (2019). Business process change: a business process management guide for managers and process
professionals. Morgan Kaufmann. https://Ink.ua/3N4FWrZwp

Hiltrop, J. M., Despres, C., & Sparrow, P. (1995). The changing role of HR managers in Europe. European
Management Journal, 13(1), 91-98. https://doi.org/10.1016/0263-2373(94)00061-B

Hoi, N., & Pylypiv, M. (2025). The international experience in the formation of mechanisms for public personnel
management in the healthcare sector. Public Management and Policy, 11(15). https://doi.org/10.70651/3041-

2498/2025.11.02

Kaufman, B. E. (2012). Strategic human resource management research in the United States: a failing grade
after 30 years?. Academy of Management Perspectives, 26(2), 12-36. https://doi.org/10.5465/amp.2012.0037

Kolot, A.,, Lopushniak, H., Kravchuk, O., Varis, I., & Ryabokon, I. (2022). Transferable competencies of HR
manager under global socio-economic changes. Problems and Perspectives in Management, 20(1), 322-341.
http://dx.doi.org/10.21511 /ppm.20(1).2022.27

Konrad, A. M., & Deckop, J. (2001). Human resource management trends in the USA-Challenges in the midst of
prosperity. International Journal of Manpower, 22(3), 269-278.
https://doi.org/10.1108/01437720110398374

Lo, K., Macky, K., & Pio, E. (2015). The HR competency requirements for strategic and functional HR
practitioners. The International Journal of Human Resource Management, 26(18), 2308-2328.
https://doi.org/10.1080/09585192.2015.1021827

Ramlall, S.]J. (2006). HR competencies and their relationship to organizational practices. Performance
Improvement, 45(5), 32-43. https://doi.org/10.1002/pfi.2006.4930450509

Saienko, V. (2019). Relationship processes in business, monograph. Opole: Publishing house of the Academy of
Management and Administration in Opole. https://www.wszia.opole.pl/wp-
content/uploads/2024/06/Relationship-process-in-business.pdf

Shostak, V. (2024). Innovations in human resource management in the public sector of Ukraine. Philosophy and
Governance, (2), 21-30. https://doi.org/10.70651/3041-248X/2024.2.03

Stewart, G.L, & Brown,K.G. (2019). Human resource management. John Wiley & Sons.
https://Ink.ua/APkbrf7SL

Tolchieva, H. (2023). Recreational industry system: basic management, pedagogical approach, health effect,
monograph. Opole: Publishing House ANS-WSZiA. https://www.wszia.opole.pl/wp-

content/uploads/2024/06/2023 ebook Hanna Tolchieva Publikacja.pdf

Tolchieva, H. (2026). Management regulation of socio-economic contradictions in the recreational industry.
Philosophy and Governance, 4(20), 1-12. https://doi.org/10.70651/3041-248X/2026.4.13

Tolchieva, H. (2026). Methodological approaches to socio-economic assessment of consumer behavior in the
recreational  industry.  Social = Development: = Economic and Legal Issues, (18), 1-10.
https://doi.org/10.70651/3083-6018/2026.6.14

Tolchieva, H., & Saienko, V. (2026). Levels of human resource management skills in recreational and sports
organizations. Public Management and Policy, 3(19), 1-8. https://doi.org/10.70651/3041-2498/2026.3.06
Vom Brocke, ], & Rosemann, M. (2010). Handbook on business process management (Vol.2). Heidelberg:
Springer. https://doi.org/10.1007/978-3-642-45100-3

Wood, S. (1999). Human resource management and performance. International Journal of Management
Reviews, 1(4), 367-413. https://doi.org/10.1111/1468-2370.00020

Zadnieprovska, G. (2025). Structural model of the personnel core of a medical institution based on a segment
approach. Public Management and Policy, 3(7). https://doi.org/10.70651/3041-2498/2025.3.02



https://doi.org/10.1080/09585199200000157
https://doi.org/10.70651/3041-248X/2025.2.08
https://doi.org/10.1108/00483480410528887
https://doi.org/10.1007/978-3-642-33143-5
https://lnk.ua/3N4FWrZwp
https://doi.org/10.1016/0263-2373(94)00061-B
https://doi.org/10.70651/3041-2498/2025.11.02
https://doi.org/10.70651/3041-2498/2025.11.02
https://doi.org/10.5465/amp.2012.0037
http://dx.doi.org/10.21511/ppm.20(1).2022.27
https://doi.org/10.1108/01437720110398374
https://doi.org/10.1080/09585192.2015.1021827
https://doi.org/10.1002/pfi.2006.4930450509
https://www.wszia.opole.pl/wp-content/uploads/2024/06/Relationship-process-in-business.pdf
https://www.wszia.opole.pl/wp-content/uploads/2024/06/Relationship-process-in-business.pdf
https://doi.org/10.70651/3041-248X/2024.2.03
https://lnk.ua/APkbrf7SL
https://www.wszia.opole.pl/wp-content/uploads/2024/06/2023_ebook_Hanna_Tolchieva_Publikacja.pdf
https://www.wszia.opole.pl/wp-content/uploads/2024/06/2023_ebook_Hanna_Tolchieva_Publikacja.pdf
https://doi.org/10.70651/3041-248X/2026.4.13
https://doi.org/10.70651/3083-6018/2026.6.14
https://doi.org/10.70651/3041-2498/2026.3.06
https://doi.org/10.1007/978-3-642-45100-3
https://doi.org/10.1111/1468-2370.00020
https://doi.org/10.70651/3041-2498/2025.3.02

