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modern trends in venture capital investment in the agro-industrial sector, particularly the growth of demand for sustainable development, biotechnology, the 
expansion of blockchain technologies in supply chains, and the support of digital platforms for agricultural analytics. The main venture capital investment 
strategies are considered through the prism of corporate venture capital (CVC), investment through accelerators and incubators, and the activities of venture 
capital funds. New investment planning strategies in the agribusiness are focused on sustainable development and environmental efficiency, circular economy 
and waste-free production, innovative technologies and digitalization, and adaptability to risks and global crises, which proves the feasibility of CVC as a 
financing tool that allows large agro-industrial companies to invest in innovative startups and agro-technological solutions that have high development poten-
tial and can contribute to achieving the strategic goals of the parent company. Together with state support and regulatory incentives, these tools can form agro-
innovation and green technology projects, improve industry investment attraction, and stimulate growth. The results obtained indicate the need to develop 
innovative financial strategies for agro-industrial enterprises that allow for effective attraction of venture capital and minimize risks, which helps to outline the 
prospects for the development of venture investment in the agro-industry of Ukraine, increase the efficiency of investment project management and promote 
the implementation of sustainable innovations in food ecosystems. The study's practical significance lies in the formation of approaches to improving the 
mechanism for attracting venture capital to the agro-industrial sector of Ukraine. 

Keywords: venture investment, agro-industry, investment attractiveness, food ecosystems, sustainable development, resources, innovations, risks, 
globalization. 
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EVALUATING THE EFFECTIVENESS OF TEAM BUILDING IN LEADERSHIP AND HUMAN 

RESOURCE DEVELOPMENT 
 

Barkova K. Evaluating the effectiveness of team building in leadership and human resource development. 
In the current conditions of rapid technological progress and increasing market complexity, this article explores the crucial role of creative thinking in 

improving innovation-oriented management strategies. While traditional management approaches have focused on efficiency and control, modern organizations 
increasingly recognize that creativity is the foundation for ensuring innovation, strategic adaptability, and sustainable development. The article synthesizes 
findings from global academic literature and empirical studies demonstrating how integrating creative thinking into strategic management processes significantly 
enhances companies' ability to anticipate change, identify new opportunities, and implement innovative solutions. A conceptual model is proposed, illustrating 
the sequential integration of creativity at various stages: vision formation, idea generation, strategic alignment, implementation, adaptation, and learning—
forming a continuous cycle of organizational development. Special attention is given to analyzing modern tools for supporting creativity in management, includ-
ing using design thinking, agile methodologies, digital co-creation platforms, and artificial intelligence algorithms to support innovative decision-making. The 
article also outlines the practical advantages for enterprises, such as increased innovation levels, improved cross-functional interaction, enhanced customer satis-
faction, and the development of a culture of experimentation. It presents an analysis of possible scenarios for implementing the proposed model—from successful 
transformation to potential resistance to change—which allows for a deeper understanding of its potential impact. In conclusion, the paper emphasizes the neces-
sity of treating creative thinking as a fundamental element of modern innovation management strategy in the knowledge economy. 

Keywords: team building, leadership development, human resource management, employee engagement, performance evaluation, collaboration, stra-
tegic HR alignment, communication skills, group dynamics, organizational behavior, innovation, organizational culture. 

 
 

Statement of the problem. In today’s complex and 
dynamic business environment, the importance of cohesive, 
motivated, and high-performing teams has become more 
prominent. As organizations face rapid technological 
changes, shifting market demands, and increased competi-
tion, leadership, and human resource (HR) strategies must 
evolve accordingly. One such strategy that has gained con-
siderable attention is team building—a deliberate and struc-
tured process to enhance interpersonal relationships, foster 
trust, and improve collaborative performance. While often 
associated with corporate retreats and morale-boosting ex-
ercises, team building in its most effective form is a power-
ful tool for leadership development and human capital en-
hancement [1]. 

Analysis of recent research and publications. Effec-
tive team building transcends basic group interaction and 
becomes a mechanism through which organizations shape 
organizational culture, align individual goals with collec-
tive objectives, and nurture leadership potential across var-
ious levels. It creates environments where employees feel 
engaged, empowered, and connected, improving retention, 
productivity, and innovation. As scholars such as Jon R. 
Katzenbach and Douglas K. Smith, Patrick Lencioni, and 
Eduardo Salas colleagues have shown, successful teams do 
not form by chance—they are cultivated through inten-
tional strategies involving communication, role clarity, 
shared vision, and leadership dynamics [2]. 

This article explores the role of team building as a 
central component in leadership and HR development. It 
seeks to evaluate its effectiveness through empirical find-
ings, theoretical frameworks, and case-based evidence. The 
analysis includes key team-building models, psychological 
foundations, and performance outcomes linked to strategic 
team development initiatives. The study aims to clarify how 

modern organizations can design, implement, and assess 
team-building interventions to enhance leadership capabil-
ity and organizational performance. 

The purpose of the research. Critically examine 
how team building enhances leadership capacities and the 
strategic development of human resources within modern 
organizations. Ultimately, the article seeks to bridge theory 
and practice by offering a comprehensive assessment of 
how team building can be leveraged to build resilient, high-
performing teams and future-ready leaders. 

Presentation of the primary research material. Team 
building has become essential to modern organizational 
management, especially in leadership enhancement and hu-
man resource development. As businesses strive for agility, 
innovation, and resilience in a highly competitive environ-
ment, the need for cohesive and high-performing teams has 
never been greater. This calls for systematic efforts in devel-
oping interpersonal relationships, communication strategies, 
and shared objectives among team members [3]. 

The effectiveness of team-building initiatives ex-
tends beyond recreational activities or short-term morale 
boosts; it directly influences long-term organizational suc-
cess, leadership performance, and the sustainable growth of 
human capital. Researchers such as Bruce Tuckman, who 
proposed the foundational stages of team development—
forming, storming, norming, and performing—highlighted 
the critical dynamics that must be nurtured to build func-
tional teams. Later contributions by Katzenbach and Smith 
emphasized the importance of collective work products, 
mutual accountability, and complementary skills within ef-
fective teams [4]. 

Furthermore, team building plays a significant role 
in leadership development by fostering trust, enhancing 
emotional intelligence, and creating a participative 
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decision-making culture. From the human resources per-
spective, effective team building supports talent retention, 
skills enhancement, and organizational citizenship behav-
ior. Considering these benefits, evaluating the effectiveness 
of team building is paramount to ensuring that such initia-
tives align with strategic HR and leadership goals. 

This article delves into the theoretical and practical as-
pects of evaluating team-building effectiveness within lead-
ership and HR development contexts. By examining various 
evaluation types, benefits and drawbacks, and their connec-
tion to developmental outcomes, the article provides an inte-
grative framework for organizations seeking to assess and 
enhance the impact of their team-building strategies [5]. 

Team building has emerged as a fundamental com-
ponent of modern organizational strategy, particularly in 
leadership development and human resource management. 
Evaluating the effectiveness of team-building efforts is cru-
cial for maximizing organizational productivity, fostering 
leadership potential, and ensuring the sustainable develop-
ment of human capital [6]. 

Evaluating the effectiveness of team building has be-
come a critical element in assessing organizational develop-
ment and employee engagement. As companies increas-
ingly recognize the strategic importance of high-performing 
teams, the ability to measure the success of team-building 
interventions becomes a managerial priority. Practical eval-
uation enables organizations to determine whether team-
building initiatives translate into improved collaboration, 
communication, performance, and morale. Theoretical ap-
proaches to such evaluations include quantitative metrics 
like key performance indicators and qualitative insights like 
behavioral observations and team feedback mechanisms. 
These approaches provide a comprehensive understanding 
of team functioning and allow for the alignment of devel-
opment activities with organizational objectives [7]. By 
choosing the right combination of evaluation tools, manag-
ers can ensure that their team-building investments are ev-
idence-based and impact-driven. 

Table 1 
Types of evaluation methods and their pros & cons 

Evaluation type Advantages Disadvantages 
Self-assessment sur-

veys 
Quick feedback, cost-

effective 
Subjective, bias-

prone 

360-degree feedback 
A holistic perspective 
includes peer input 

Time-consuming, 
potential conflicts 

KPI/performance 
metrics 

Objective, results-
based 

May ignore team dy-
namics 

Psychometric test-
ing 

Insight into interper-
sonal compatibility 

Requires expertise to 
interpret 

Observational anal-
ysis 

Rich contextual in-
sight 

Observer bias, lim-
ited scalability 

Source: organized by author. 
A robust evaluation strategy is essential to unlock 

the full potential of team building in organizational leader-
ship and human resource development. Each method—
whether self-assessment surveys, 360-degree feedback, or 
observational analysis—offers unique insights that contrib-
ute to a fuller understanding of team dynamics. However, 
each has limitations that must be considered when design-
ing an evaluation framework. Integrating multiple evalua-
tion techniques allows organizations to capitalize on their 
strengths and mitigate weaknesses. Ultimately, thoughtful 
and systematic evaluation ensures that team building does 
not become a one-off event but evolves into a continuous 
improvement process grounded in data, reflection, and 
measurable outcomes [8]. 

Effective team building is a foundational pillar that 
connects and enhances leadership practice and human re-
source (HR) development within an organization. It is more 
than a set of occasional group activities; it represents a sys-
tematic process of strengthening interpersonal relation-
ships, aligning individual goals with organizational objec-
tives, and fostering a shared sense of purpose. 

From a leadership perspective, team building en-
hances a leader’s ability to manage group dynamics 

constructively. When leaders engage in team-building initi-
atives, they gain valuable insights into their team members' 
strengths, weaknesses, communication styles, and motiva-
tional drivers [9]. This awareness enables leaders to practice 
situational leadership—adjusting their style to fit the devel-
opmental level of the team. Trust-building exercises, con-
flict resolution sessions, and collaborative challenges help 
leaders foster psychological safety. In this climate, employ-
ees feel confident in voicing their ideas and taking risks 
without fear of negative consequences [10]. 

Furthermore, effective team building reinforces core 
leadership competencies such as emotional intelligence, in-
fluence, and visionary thinking. Leaders who consistently 
promote team cohesion and inclusive dialogue tend to cul-
tivate higher engagement and morale, critical drivers of 
long-term performance. 

Regarding HR development, team-building strategies 
align closely with learning and development goals. They 
serve as platforms for upskilling employees in areas like com-
munication, problem-solving, adaptability, and decision-
making. This aligns with the competency-based approach to 
HR, which prioritizes the continuous development of em-
ployee capabilities. Team building also improves employee 
retention, as collaborative cultures tend to have higher job 
satisfaction and belonging [11]. 

Additionally, team building can help facilitate 
onboarding and cultural integration. For new hires, engag-
ing with their peers in structured team-building activities 
accelerates socialization and fosters early alignment with 
organizational values and norms. For existing employees, 
such activities serve as reinforcement mechanisms for core 
behaviors and attitudes that the company seeks to promote. 

Ultimately, team building's effectiveness resonates 
across organizational levels. It reinforces leadership effec-
tiveness, supports strategic HR initiatives, and enhances or-
ganizational agility when properly executed. Companies 
can create resilient, high-performing, and adaptive work-
forces by embedding team-building practices into broader 
leadership and HR development frameworks [12]. 

Assessing the effectiveness of team building within 
the context of leadership and human resource (HR) devel-
opment is essential for ensuring that organizational invest-
ments yield measurable outcomes. In the contemporary 
business environment, where agility, collaboration, and em-
ployee empowerment are core strategic priorities, evalua-
tion frameworks provide actionable insight into the value 
and impact of team-based initiatives. 

The evaluation of team building is not limited to 
short-term performance outcomes; it also encompasses 
more profound behavioral changes, cultural shifts, and 
leadership competencies nurtured through sustained inter-
action and collective learning. A structured framework al-
lows HR professionals, managers, and organizational lead-
ers to link team-building efforts with strategic objectives, 
ensuring alignment between team dynamics and broader 
talent development goals [13]. 

The framework outlined below presents a compre-
hensive model for evaluating team building through four 
key stages: planning, execution, impact analysis, and feed-
back. Each stage includes clearly defined objectives, perfor-
mance indicators, and measurement methods. This system-
atic approach ensures transparency and accountability and 
enables continuous program design and implementation 
improvement. 

In summary, applying a well-structured evaluation 
framework is a strategic instrument for transforming team-
building initiatives into leadership and HR development 
catalysts. Organizations can better understand how their in-
terventions contribute to leadership growth, workforce en-
gagement, and organizational cohesion by adopting a 
multi-stage evaluation process. Moreover, by capturing 
quantitative and qualitative data across different stages, 
companies can refine their programs, address emerging 
needs, and align activities with evolving business strategies. 
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Ultimately, this leads to more targeted investments in hu-
man capital, enhanced organizational performance, and a 
stronger leadership pipeline equipped to navigate modern 
enterprise management's complexities. 

Table 2 
Evaluation framework 

Stage Objective Indicator 
Measurement 

method 

Planning 
Define team-

building goals 
Clarity of goals 

Interviews, stra-
tegic review 

Execution 
Monitor activity 

participation 
Engagement rate 

Attendance 
logs, observa-

tion 
Impact anal-

ysis 
Evaluate skill im-

provement 
Leadership com-

petency score 
Pre/Post-train-

ing tests 

Feedback 
Improve future 

programs 
Satisfaction rate Surveys debrief 

Source: organized by author. 
Implementing a structured evaluation framework 

for team building—such as the one outlined in the table—
provides a robust mechanism for aligning development ef-
forts with strategic business outcomes. One of the most sig-
nificant advantages is the enhanced clarity and alignment 
of team-building objectives. Through the planning stage, 
enterprises gain a sharper understanding of what they seek 
to achieve from team initiatives, ensuring that goals are 
well-defined and directly support leadership and HR devel-
opment priorities [14]. 

The execution phase contributes to improved en-
gagement and accountability. By tracking participation and 
involvement levels, organizations can identify which teams 
or individuals benefit from the interventions and where ad-
justments are needed. This real-time monitoring fosters a 
culture of active participation, reducing passive or disen-
gaged attendance. The impact analysis stage is critical for 
identifying tangible improvements in competencies, such as 
leadership skills, collaboration, and decision-making. Pre- 
and post-assessment tools validate the effectiveness of pro-
grams, offering quantifiable proof of ROI (return on invest-
ment) in HR development. These insights inform future 
leadership succession plans and help tailor development 
pathways to individual and team needs. 

The feedback loop strengthens the organization’s 
learning culture. It empowers participants to voice their ex-
periences and insights, leading to the continuous refine-
ment of team-building methods. This stage also supports 

adaptive learning, helping the enterprise remain responsive 
to workforce dynamics and external challenges. 

Overall, the framework reinforces evidence-based HR 
management, ensures strategic alignment of team building 
with business goals, improves leadership pipelines, and in-
creases workforce satisfaction and retention. It positions the 
organization to create cohesive, high-performing teams bet-
ter prepared to adapt, innovate, and lead in an increasingly 
competitive and complex environment. 

Conclusions and prospects for further research. 
Evaluating team building effectiveness in leadership and hu-
man resource development is a vital strategic activity that en-
ables organizations to maximize the potential of their teams 
and enhance overall performance. This article has demon-
strated that team building serves as a tool for strengthening 
collaboration and communication and as a foundation for 
fostering leadership capacity and advancing human capital. 
Integrating a structured evaluation framework—encompass-
ing planning, execution, impact analysis, and feedback—pro-
vides organizations with actionable insights that support 
continuous improvement and strategic alignment. 

The conclusions drawn from this study highlight the 
multifaceted impact of team building. It directly contributes 
to leadership development by promoting trust, motivation, 
and decision-making skills and reinforces HR development 
by cultivating organizational culture, employee engage-
ment, and talent retention. The presented evaluation meth-
ods balance quantitative and qualitative perspectives, al-
lowing enterprises to track immediate outcomes and long-
term developmental changes. 

Future exploration should focus on digital innova-
tions in team-building assessment, such as AI-driven feed-
back systems, virtual collaboration analytics, and real-time 
performance dashboards. Future research could also exam-
ine cross-cultural differences in team-building effectiveness 
and its role in supporting diverse, hybrid, and remote 
teams. Additionally, longitudinal studies are needed to as-
sess the sustained impact of team interventions on organi-
zational growth and resilience. 

In conclusion, building and evaluating effective teams 
is a continuous journey that demands adaptive strategies, ev-
idence-based practices, and forward-looking leadership. As 
the workplace continues to evolve, so must our approaches 
to team development—ensuring that collaboration remains a 
strength and a source of competitive advantage. 
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Аннотація.  
Баркова К. О. Оцінка ефективності командоутворення в лідерстві та розвитку людських ресурсів. 
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У сучасних умовах стрімкого технологічного прогресу та зростаючої складності ринкового середовища ця стаття досліджує ключову 
роль креативного мислення в удосконаленні інноваційно орієнтованих управлінських стратегій. Тоді як традиційні підходи до менеджменту 
акцентували увагу на ефективності та контролі, сьогоднішні організації дедалі більше усвідомлюють, що креативність є основою для забезпе-
чення інноваційності, стратегічної адаптивності та сталого розвитку. У статті синтезовано положення світової наукової літератури та 
емпіричних досліджень, які доводять, що інтеграція креативного мислення в стратегічні управлінські процеси суттєво підвищує здатність 
компаній передбачати зміни, виявляти нові можливості та впроваджувати інноваційні рішення. Запропоновано концептуальну модель, що 
демонструє послідовну інтеграцію креативності на етапах формування бачення, генерування ідей, стратегічного узгодження, впровадження, 
адаптації та навчання, формуючи безперервний цикл розвитку організації. Окрему увагу приділено аналізу сучасних інструментів підтримки 
креативності в управлінні, зокрема застосуванню дизайн-мислення, agile-методологій, цифрових платформ для спільної генерації ідей та ал-
горитмів штучного інтелекту для підтримки інноваційних рішень. Також окреслено практичні переваги для підприємств, зокрема зростання 
рівня інновацій, покращення міжфункціональної взаємодії, підвищення задоволеності клієнтів та формування культури експериментування. 
У статті подано аналіз можливих сценаріїв реалізації запропонованої моделі — від успішної трансформації до можливого опору змінам — що 
дозволяє глибше зрозуміти її потенційний вплив. У підсумку, робота наголошує на необхідності розглядати креативне мислення як базовий 
елемент сучасної стратегії інноваційного управління в умовах економіки знань.  

Ключові слова: командоутворення, розвиток лідерства, управління людськими ресурсами, залучення працівників, оцінювання ефек-
тивності, стратегічне HR-планування, організаційна культура, навички комунікації, командна динаміка, управлінська поведінка, інновації. 
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АНАЛІЗ ФІНАНСОВИХ РЕЗУЛЬТАТІВ ПІДПРИЄМСТВ УКРАЇНИ В УМОВАХ ЦИФРОВІЗАЦІЇ ТА 
ЕКОНОМІЧНИХ КРИЗ  

Сердюков К. Г., Бадяєв О. В. Аналіз фінансових результатів підприємств України в умовах цифровізації та економічних криз. 
У процесі дослідження було проаналізовано фінансові результати діяльності вітчизняних підприємств. Визначено вплив сучасного 
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Постановка проблеми у загальному вигляді. 
Сучасні умови функціонування вітчизняних підпри-
ємств характеризуються значним темпом мінливості 
факторів зовнішнього та внутрішнього середовища. 
Така динамічність пояснюється частотою різноманіт-
них економічних потрясінь. Протягом останніх років 
наслідки глобальних криз 2008–2009 та 2019–2020 років 
були значним чином ускладнені ще й воєнним конфлі-
ктом, який в період з 2014 року був лише на сході Укра-
їни, а з 2022 року охопив майже всю територію країни. 
Таким чином, суб’єкти господарювання функціонують 
в безперервному циклі «криза-адаптація-відновлення-
криза». Такі умови ускладнені раптовістю зміни періо-
дів від адаптації та відновлення до кризи, а також зага-
льним прискоренням світу через диджиталізацію еко-
номіки. Всі ці фактори створили середовище, в якому 
підприємства змушені постійно еволюціонувати. Таким 
чином, визначення найбільш адаптивних видів діяль-
ності та ідентифікація причин їх стабільної прибутко-
вості набуває особливого значення.  

Аналіз останніх досліджень і публікацій. Дос-
лідженню питань діяльності підприємств в умовах ци-
фровізації та економічних криз присвячено значну кі-
лькість наукових праць таких вчених, як 
Юрченко К. Г. [4], Дернова І., Боровик Т. [7], Янен-
кова І. Г., Позур С. С., Катаєва О. А. [9]. 

Однак тематика дослідження показників діяль-
ності підприємств та виявлення чинників, які сприяють 
їх успішному функціонуванню в умовах перманентної 

нестабільності та стрімкого розвитку цифрової еконо-
міки, залишається недостатньо висвітленою. 

Формулювання цілей статті (постановка за-
вдання). Метою дослідження є аналіз основних показ-
ників діяльності підприємництва для ідентифікації пе-
ріодів економічних коливань, проведення 
комплексного аналізу результатів діяльності підпри-
ємств в розрізі видів економічної діяльності, з’ясування 
чинників, які забезпечили стабільну прибутковість або 
призвели до її спаду у відповідь на економічні виклики. 

Виклад основного матеріалу дослідження. Дос-
лідження результатів діяльності підприємств дає змогу 
з’ясувати можливі причини як спаду, так і того, що саме 
стало тим ключем адаптивності до нестабільних умов. 
Для цього необхідно дослідити періоди, коли суб’єкти 
господарювання стикалися з кризовими явищами, коли 
вони долали негативні наслідки, адаптуючись до нових 
умов. Тому загальну оцінку тенденцій розвитку підпри-
ємницької активності розпочато з аналізу динаміки 
зміни кількості суб’єктів господарювання та реальної (з 
врахуванням показника рівня інфляції) динаміки об-
сягу реалізованої ними продукції (табл. 1). 

Наведені в табл. 1 дані свідчать, що період вклю-
чно до 2013 року характеризується відносною стабільні-
стю у кількості суб’єктів господарювання та збільшен-
ням обсягів реалізованої продукції (в 2011 р. на 11,71%, 
в 2012 році ще на 6,34%). Такі показники відображають 
поступове відновлення після наслідків світової фінансо-
вої кризи 2008–2009 років. Проте, попри загальне 


