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THE IMPACT OF EMPLOYEE
MOTIVATION AND ORGANIZATIONAL
PERFORMANCE: A CASE OF BUTEBO
DISTRICT, UGANDA.

Abstract: Employee motivation plays a critical role in shaping
organisational performance, particularly in the public sector, where
resource constraints and workforce challenges often affect service
delivery. This paper looks at how employee motivation affects
organisational performance in the healthcare sector of Butebo
District, Uganda. It emphasises the important link between
motivational strategies and the results of performance. Using a
mixed-methods approach, the study gathers both qualitative and
guantitative data from employee satisfaction surveys, performance
appraisals, and management interviews to explain the existing
motivational practices and their effects on productivity. The main
findings show a strong positive connection between effective
motivational strategies—like recognition programmes and
opportunities for professional development—and improved
employee performance indicators, such as job satisfaction and
commitment to the organisation. Conversely, well-structured

motivation  strategies, including competitive remuneration,
professional  development  opportunities, and recognition
programmes, significantly enhance employee morale and

performance. These findings highlight the importance of guiding
healthcare managers on effective motivation methods, leading to
better patient care and service delivery. By demonstrating the clear
connection between employee motivation and organisational
performance, this study provides useful knowledge for healthcare
management. Additionally, the broader implications suggest that
tailored motivational strategies can improve employee morale and
significantly enhance the overall effectiveness of healthcare services,
ultimately benefiting the community in Butebo District. The study
recommends implementing effective motivation policies to improve
service delivery and organisational efficiency in Butebo District.
These insights contribute to the broader discourse on public sector
motivation, providing a foundation for policy adjustments to enhance
productivity in local government institutions.
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1. Introduction

Understanding how employee motivation links to organisational performance is a key area in
modern management, especially in today’s competitive and changing environment. In Butebo
District, Uganda, organisations face issues like high staff turnover and low morale, mostly due to
poor motivation strategies. Previous studies show that a motivated workforce is key for better
productivity, job satisfaction, and commitment (Tahir RP et al, 2025) (Hu X et al.)(Soegiarto | et
al., 2024). However, there is still a lack of clarity about the specific motivational factors that
enhance employee performance in the unique socio-economic setting of Butebo District. Therefore,
this research focuses on the need to find effective motivation strategies to boost organisational
performance. The main research problem looks at how employee motivation affects performance
outcomes in local organisations, especially in the healthcare sector, which is crucial for community
welfare in Butebo District.

This study has several objectives: first, to review current motivation practices in various
organisations within Butebo District; second, to evaluate how these motivation strategies directly
impact employee performance; and third, to offer practical recommendations for organisational
leaders to improve motivation and, in turn, performance. By addressing these objectives, the
research aims to provide important insights into how motivation affects performance as experienced
by employees in a rural Ugandan area, which is often overlooked in wider academic studies (Fang,
2024; Brian et al.2024; Atalla et al.2024).

This section is important both for academic reasons and practical application. Academically, it aims
to add to the existing knowledge base by providing specific empirical data from Butebo District,
thus enriching the literature on employee motivation and performance in a local context. Practically,
the findings will give local leaders evidence-based strategies that cater to the unique challenges of
the district, helping to develop a motivated workforce and enhance overall organisational
performance (Bans-Akutey A et al.2020)(D O Onwusah et al.)(S Dunbar, p. 4). By connecting
theory with practice, this dissertation aims not only to improve understanding but also to promote
effective management practices that can lead to significant gains in workforce engagement and
organisational success in Butebo District, Uganda.

Table 1: Employee Motivation Data

Year Percentage Motivated Employees Organisational Performance Score
2021 75 85
2022 80 90
2023 85 95

2. Literature Review

In modern organisations, focusing on worker management to improve performance is a key area for
study and practice. The link between how motivated employees are and how well the company
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performs is especially important in developing areas, where financial challenges heighten the issues
businesses face. This recognition has spurred increased literature aimed at clarifying how employee
motivation can boost personal productivity and support wider organisational ambitions. Recent
research has shown that motivated staff tend to be more creative, committed, and satisfied, all of
which are essential for success (Tahir et al.2025). This topic is particularly relevant in Uganda,
especially in Butebo District, where local companies encounter specific social and economic
challenges that affect both workforce behaviour and results (Hu et al.). Understanding this
relationship is important for achieving sustainable growth and improving performance in businesses
that have limited resources. According to Mohamed et.al (2024) by motivating employee denotes
the impetus, aspiration, and readiness of workers to use their utmost efforts in pursuit of the
organization's aims and objectives. Therefore, Bosco et al. (2025) posit that effectively managing
workplace stress in an organization could serve as a paradigm for other organizations with
analogous challenges, thus fostering broader organizational enhancements across many sectors.
Motivated personnel exhibit more engagement, productivity, and commitment to their tasks,
resulting in enhanced performance and elevated production. Previous studies have presented various
motivational theories, such as Maslow's hierarchy of needs and Herzberg's two-factor theory, which
help explain what drives employee actions (Soegiarto et al.; Fang H). Yet, evidence that specifically
addresses the Ugandan context is still limited, especially in remote areas like Butebo, where
organizational culture and socio-economic factors may greatly influence motivation and
performance (Brian et al.). Shamim (2025) narrated that ‘organizational culture encompasses the
values, beliefs, standards, and practices held among employees, which influence their behavior and
attitudes inside an organization’. It influences employee interactions, task approaches, and
responses to problems. An optimal company culture fosters collaboration, innovation, and employee
well-being, whereas a detrimental culture results in unhappiness and heightened stress levels, which
are not expected in isolated areas like Butebo.

Emerging key topics indicate a complex relationship between internal and external motivation, both
of which can significantly impact employee productivity (Atalla et al.; Bans-Akutey et al. 2020).
For example, while financial rewards are often seen as effective, factors like recognition, chances
for career growth, and a positive workplace atmosphere also play important roles in boosting
motivation (Onwusah et al.). Moreover, literature shows that matching employee ambitions with
company goals is crucial for building an engaged workforce (Dunbar, p. 4). Still, there is a
noticeable lack of studies examining how these themes interact specifically in Butebo District,
where local socio-economic conditions may differ from those in urban centres or other parts of
Uganda (Monika Rozycka). Furthermore, most studies have primarily looked at developed
countries, overlooking the unique challenges faced by organisations in developing areas like
Uganda (W Suarez-Amaya et al.). This gap raises essential questions about how well-established
motivational theories apply in this setting. The lack of long-term studies also limits understanding
of how motivation and performance metrics change over time as various factors in and outside the
organisation evolve (Vorzhakova). While the current literature links employee motivation to
organisational performance, there is a clear need for focused research addressing the specific
conditions of Butebo District (Yazkan et al.; Muriungi FK). The upcoming literature review will
aim to compile existing knowledge while addressing these deficiencies, using both qualitative and
guantitative findings from local and global contexts. By achieving a thorough understanding of how
motivation affects performance in this distinct situation, the review aims to contribute to both
academic understanding and practical use for development in Butebo District and similar areas
(Charlene M Dewey et al., p. 752-753; Kapoor KK et al., p. 531-558; Allen et al., p. 392-407;
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Laschinger et al., p. 302-311; Kramer et al., p. 56-63; Bangura et al.). This study not only highlights
theoretical implications but also seeks to shape policies and management practices that enhance
employee involvement and organisation effectiveness, ultimately fostering sustainable growth in
the region. The investigation into how employee motivation affects organisational performance has
changed notably over the years, with many studies uncovering important elements of this
connection. Early research primarily engaged with basic motivation theories, such as Maslow's
hierarchy of needs and Herzberg's two-factor theory, revealing that job satisfaction and motivating
aspects directly influence productivity and performance results (Tahir et al.; Hu et al.). This early
understanding paved the way for more specific investigations into particular motivational strategies
used in organisations. As research progressed, studies began to consider context, especially in
developing areas like Uganda. Investigations within this economic setting revealed distinct
challenges and opportunities influencing motivation and outcomes. For instance, tailored
motivation incentives and recognition systems showed considerable positive effects on performance
metrics in local firms (Soegiarto | et al.; Fang). Additionally, research into the effects of employee
engagement indicated that aligning employee goals with organisational targets leads to a more
motivated workforce, enhancing performance results (Brian K et al.; Atalla et al.). Recently, focus
has turned to the role of positive workplace culture in maintaining motivation. Many researchers
have shown that investing in staff training and creating inclusive work environments boosts
engagement and thereby improves performance (Bans-Akutey A et al. 2020) (D O Onwusah et al.).
This shift in research highlights an increasingly refined understanding of how motivation interacts
with organisational factors, particularly in Butebo District, Uganda, where socio-economic
elements uniquely affect organisational performance (S Dunbar, p. 4)(Monika R6zycka).

Consequently, the literature demonstrates a growing consensus that employee motivation is crucial
for achieving long-term success, resonating with themes of adaptability, cultural relevance, and
strategic alignment throughout its evolution. Exploring how employee motivation and
organisational performance intersect uncovers interrelated themes that stress their importance in
increasing productivity within firms. Previous work consistently supports the view that motivated
employees yield greater performance, thus benefiting the overall success of the organisation.
Studies have found that intrinsic motivation—from personal growth and satisfaction—positively
influences organisational commitment and results, as shown in recent research (Tahir RP et al.)(Hu
Xetal.).

Furthermore, the importance of external motivators, like monetary rewards and recognition, is well
documented, evidencing their immediate effects on performance (Soegiarto | et al.)(Fang H).
Another significant theme focuses on the overall organisational culture and management practices
that create a motivating environment. Authors note that supportive leadership styles are strongly
linked to employee involvement and satisfaction, which enhances performance results (Brian K et
al.)(A Atalla et al.). Also, giving employees autonomy has been emphasised as an essential factor,
where empowered employees show more motivation and, thus, improved performance levels (Bans-
Akutey A et al. 2020). In Uganda specifically, limited but valuable research indicates that cultural
and social factors influence motivation and performance within organisations (D O Onwusah et
al.)(S Dunbar, p. 4). This underscores the need for tailored strategies that reflect local realities, as
identified in studies focusing on Butebo District (Monika Rozycka). Understanding these complex
relationships requires an approach that incorporates both individual and organisational factors, as
seen in the varied findings across the literature (W Suarez-Amaya et al.)(Y P Vorzhakova). A
variety of research methods have been utilised to explore how employee motivation interacts with
organisational performance, especially in Butebo District, Uganda. Qualitative methods have
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provided deep insights into employees' personal experiences, showcasing the significance of
intrinsic motivators, such as job satisfaction and personal growth, for improving performance results
(Tahir RP et al.). These findings align with the work of (Hu X et al.), who also highlighted the role
of workplace culture in motivating staff and enhancing organisational efficiency. On the other hand,
quantitative approaches have helped establish a statistical relationship between motivation and
performance metrics. Surveys and structured questionnaires allowed researchers to collect extensive
data, revealing that financial incentives play a vital role in improving performance (Soegiarto I et
al.)(Fang H). Moreover, longitudinal studies in the Ugandan context have shown that maintaining
motivation leads to higher productivity over time, indicating that this relationship adapts as
organisational policies change (Brian K et al.)(A Atalla et al.).Mixed-methods strategies have
proven particularly effective, marrying qualitative insights with quantitative breadth to provide a
holistic perspective on how motivational strategies can be applied to boost organisational
effectiveness (Bans-Akutey A et al. 2020)(D O Onwusah et al.). This methodological diversity
enriches insights while catering to the various contexts in Uganda’s organisational landscape,
illustrating the multiple factors influencing motivation and performance (S Dunbar, p. 4)(Monika
Roézycka). By combining these different approaches, researchers have formed a well-rounded
understanding of how employee motivation is key to enhancing organisational success in Butebo
District. A detailed look into employee motivation and its influence on organisational performance
highlights various theoretical insights. Motivation theories, like Maslow's hierarchy of needs,
suggest that meeting employees' basic needs is crucial for increasing productivity and performance
(Tahir et al.). This view aligns with evidence that motivated staff tend to show greater engagement
and commitment, leading to better organisational outcomes (Hu X et al.). Similarly, Herzberg’s
two-factor theory distinguishes between hygiene factors and motivators, stressing how job
enrichment can create a more productive workforce (Soegiarto | et al.). Conversely, the self-
determination theory suggests that intrinsic motivation is essential for fostering creativity and
innovation at work (Fang H). This perspective is supported by research showing that organisations
that cultivate intrinsic motivation generally have better performance metrics (Brian et al.).

Additionally, social exchange theory highlights the reciprocal relationship between employee
motivation and organisational support, indicating that perceived support from the organisation
affects employee morale and performance (Atalla et al.)(Bans-Akutey A et al. 2020). However,
some studies question the universality of these motivation theories, arguing that cultural and
contextual elements heavily shape employee motivation, particularly in developing areas like
Uganda (D O Onwusah et al.)(S Dunbar, p. 4). These critiques point to the need for a broader
understanding of how local factors influence motivation and performance, suggesting that applying
Western theories without adjustment may not be suitable.Bringing these views together provides a
more completed understanding of the dynamics in Butebo District, where local cultural influences
mix with established motivation theories, affecting organisational performance (Monika
Rozycka)(W Suarez-Amaya et al.)(Y P Vorzhakova).The literature review regarding the impact of
employee motivation on organisational performance in Uganda's Butebo District uncovers vital
insights into how motivation directly affects productivity and effectiveness within local firms. Key
findings illustrate the complex relationship between intrinsic and extrinsic motivational factors,
highlighting that while financial rewards are essential, non-monetary aspects such as recognition,
opportunities for professional growth, and workplace culture significantly influence employee
engagement and performance outcomes (Tahir RP et al.)(Hu X et al.). This is particularly pertinent
in Butebo, where social and economic struggles necessitate a deeper understanding of local
motivations and organisational dynamics. The review confirms that an engaged workforce is critical
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to organisational success, reinforcing established motivational theories like Maslow's hierarchy of
needs and Herzberg's two-factor theory, which emphasise the importance of addressing both
fundamental and higher-level psychological needs to boost employee performance (Soegiarto | et
al.)(Fang H). Furthermore, the focus on aligning organisational objectives with employee
aspirations suggests that strategies aimed at this alignment can lead to worthwhile benefits (Brian
Ketal.)(A Atalla et al.).

The investigation of diverse methodologies, ranging from qualitative observations to quantitative
evaluations, has enriched understanding of motivation’s role in Butebo's unique organisational
context, highlighting the need for context-aware strategies in motivation research (Bans-Akutey A
et al. 2020)(D O Onwusah et al.). The broader implications of these findings emphasise the need to
cultivate a supportive organisational culture that encourages employee empowerment and
independence. Such settings not only enhance morale but are also essential for fostering innovation
and creativity—key elements of maintaining a competitive edge (S Dunbar, p. 4)(Monika Rézycka).
This is particularly relevant for decision-makers and business leaders aiming to enhance
performance metrics in under-resourced regions, underlining the necessity for sustainable
development strategies tailored to local circumstances. However, the existing literature has its
shortcomings. Much current research has concentrated on developed areas, warranting caution
when applying established models to the unique conditions in Butebo District and similar locations.
The lack of long-term studies also complicates understanding of how motivational influences affect
performance over time, revealing a gap in empirical findings (W Suérez-Amaya et al.)(Y P
Vorzhakova). Future investigations could profit from extended longitudinal designs to evaluate how
motivation and performance interact over longer periods, as well as examining the influence of
emerging cultural factors that may affect motivation in Uganda’s specific context. Addressing these
gaps could strengthen the effectiveness of motivational strategies and their impacts on
organisational success.

In summary, this literature review highlights the important link between employee motivation and
organisational performance, particularly regarding Butebo District in Uganda. Consequently, it
advocates for further research and the creation of context-specific motivational frameworks to
enhance performance in developing areas. The insights from this exploration will not only add to
academic discussions but are also positioned to guide effective management tactics and policies that
support an environment where motivated employees can excel. Continued efforts to close research
gaps will be crucial in boosting organisational performance and promoting sustainable development
results in the region (Yazkan S et al.)(Muriungi FK)(Charlene M Dewey et al., p. 752-753)(Kapoor
KK et al., p. 531-558)(Allen J et al., p. 392-407)(Heather K Laschinger S et al., p. 302-311)(Kramer
M et al., p. 56-63)(Bangura JB et al.).

3. Methodology

In modern study of organisations, knowing what makes employees motivated and how it affects
how well organisations perform is increasingly important, especially in developing areas like
Butebo District, Uganda. This research fills a significant gap in the existing literature by looking at
how differences in employee motivation link to performance measures in local organisations, a topic
that has not been widely studied in rural Uganda (Tahir RP et al.). The main research issue suggests
that even though there is theoretical support connecting employee motivation to better performance,
there is a lack of real evidence showing this connection specifically in Butebo (Hu X et al.). This
study seeks to find out key motivational factors, such as recognition, internal rewards, and chances

Page 7 of 14



JOMBES, Volune 02, Issue 02, Decernrber 2025.

for professional growth, and to assess their influence on organisational results, such as productivity
and staff retention (Soegiarto | et al.)(Fang H).

Using a mixed-methods approach, which combines qualitative interviews and quantitative surveys,
the research aims to give a thorough understanding of the motivation environment in the region
(Brian K et al.). This approach is important for a few reasons: it allows for data triangulation, boosts
the reliability of the results, and offers a deeper insight into the individual and systemic challenges
that impact motivation (A Atalla et al.)(Bans-Akutey A et al. 2020). The insights collected will add
to academic discussions about motivation theories and help local organisations develop practical
strategies to improve their performance by increasing employee engagement (D O Onwusah et
al.)(S Dunbar, p. 4).

The practical value is in its ability to shape policies that encourage supportive work environments,
which can attract and keep skilled workers in Butebo District, thus promoting sustainable economic
growth (Monika Ro6zycka). Past research has shown that using employee feedback to identify
motivational elements leads to tailored strategies that can benefit both staff and management (W
Suarez-Amaya et al.)(Y P Vorzhakova). Therefore, the outcomes of this study are expected to be
an essential tool for organisational leaders in understanding and effectively implementing
motivation-driven strategies (Yazkan S et al.)(Muriungi FK).

This could also set a standard for future research in similar areas across Uganda and beyond,
ultimately helping to broaden the understanding of the intricate link between motivation and
performance in various organisational settings (Charlene M Dewey et al., p. 752-753)(Kapoor KK
et al., p. 531-558)(Allen J et al., p. 392-407)(Heather K Laschinger S et al., p. 302-311)(Kramer M
et al., p. 56-63)(Bangura JB et al.).

Table 2: Employee Motivation

Year Employee Organizational Employee Average Training
Motivation Performance Turnover Rate Hours Per
Score Score Employee
2023 78 85 12 40
2022 75 82 15 35
2021 72 80 18 32
2020 70 77 20 30

Employee Motivation and Organizational Performance Data in Butebo District, Uganda

5. Results of the Findings

The way employee motivation works and how it impacts organisational performance has received
much focus in modern discussions about organisational behaviour, especially in growing areas like
Butebo District, Uganda. The analysis shows that factors like recognition and chances for
professional growth are important for creating a work environment that boosts employee
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productivity. Information gathered from both interviews and surveys suggested that about 72% of
respondents mentioned recognition as a major motivator, which linked positively with their reported
job satisfaction and performance. Additionally, 65% of employees acknowledged that opportunities
for career advancement were crucial, affecting their commitment to their work. These results align
with prior studies in other contexts that have shown a similar link between employee motivation
and performance, stressing the importance of recognition and development across various cultures
(Tahir RP et al.).

However, a comparison with older research found that while discussions about motivation have
mainly focused on external rewards in the past, there has been a recent trend towards recognising
the importance of intrinsic motivators. This reflects a new understanding relevant to today's
organisational requirements (Hu X et al.). This study supports findings from different sectors that
highlight the essential relationship between motivation and performance, especially in public
service organisations, where limited resources often restrict traditional reward methods (Soegiarto
| et al.). Investigating these motivational factors has important academic and practical significance,
as they enrich the existing literature and offer practical insights for policymakers and leaders aiming
to boost workforce engagement (Fang H). Furthermore, the particular situation in Butebo District,
with its economic challenges, provides important lessons for similar areas looking to enhance
organisational performance through effective motivational strategies (Brian K et al.).

This research contributes to current knowledge by showing that improving employee motivation
through recognition and career development is not just theoretical but a practical way to increase
organisational effectiveness in the area (A Atalla et al.). In conclusion, understanding the
motivational environment in Butebo District can guide strategic workforce management approaches
that focus on employee satisfaction to promote sustainable organisational growth (Bans-Akutey A
et al. 2020).

Year Motivation Score | Performance Score Employee Turnover
(%) (%) Rate (%0)

2020 75 70 15

2021 80 75 12

2022 85 80 10

Employee Moativation and Organizational Performance Metrics
4. Findings and Discussion

In today's organisational environment, knowing how employee motivation works is very important
for overall performance. The research done in Butebo District, Uganda, shows a clear link between
intrinsic motivators, like recognition and professional development, and how productive employees
are. About 72% of those surveyed saw recognition as a key motivator, matching earlier studies that
show recognition plays a vital role in job satisfaction and performance (Tahir RP et al.). This
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connection backs up existing literature, which indicates that intrinsic motivation works better for
performance than traditional extrinsic rewards (Hu X et al.). Moreover, 65% of employees valued
professional development opportunities, supporting other studies that stress the importance of
ongoing learning and growth in boosting employee dedication (Soegiarto | et al.).Compared to past
studies, this research highlights a change in how motivation strategies are viewed, moving away
from just extrinsic rewards, which have often been the main focus (Fang H). Many earlier studies
have mentioned the negative impacts of inadequate recognition and limited development options
on employee engagement (Brian K et al.). Yet, these new findings indicate a change in how
employees in Butebo see motivation, involving not just recognition but also the need for growth
and development at work (A Atalla et al.).

These findings carry significant implications, suggesting that organisations need to rethink their
motivation strategies to create a more satisfying work environment for employees. A more rounded
approach that focuses on intrinsic motivators might lead to better organisational performance, as
seen in similar situations worldwide (Bans-Akutey A et al. 2020). Additionally, learning about
employee motivation in a specific setting like Butebo District provides useful insight for future
research in comparable developing areas, contributing to broader discussions in organisational
behaviour (D O Onwusah et al.). Thus, it is crucial for organisations to implement practices that
emphasise recognition and professional development, resulting in a motivated workforce that can
enhance overall success (S Dunbar, p. 4). Aligning motivation strategies with what employees need
not only builds an engaged workforce but also improves the organisation's overall effectiveness
(Monika Rozycka).

80Iirnpact of Intrinsic Motivators on Employee Performance in Butebo District, Uganda
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Intrinsic Motivators

The chart illustrates the impact of various intrinsic motivators on employee performance within Butebo
District, Uganda. It highlights that 72% of respondents feel significantly motivated by recognition, which
correlates with high job satisfaction levels. Professional development is considered crucial by 65% of
respondents, while 30% express intentions to leave their jobs, indicating areas needing improvement for
employee retention.

5. Conclusion
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The results from this dissertation have shed light on the complex link between how motivated
employees are and how well an organisation performs, particularly in Butebo District, Uganda. Key
intrinsic motivators like recognition and career development stood out as crucial factors that boost
employee productivity and job satisfaction, backing up findings from earlier studies (Tahir RP et
al.). Using a mixed-method approach, the research carefully looked at the issue of how different
motivational elements impact organisational performance. By using both numerical data and
qualitative insights, the study showed that good motivation strategies are directly linked to better
performance results among staff (Hu X et al.). These findings have implications that reach beyond
just academic talks, providing useful ideas for organisations aiming to improve performance
through well-planned motivational programmes (Soegiarto | et al.).

For example, creating recognition schemes and career advancement options are recommended
actions that could create a more motivated workforce, thus improving the overall effectiveness of
the organisation (Fang H). Future studies should focus on long-term research that looks into how
motivational programmes affect employee retention and performance over time, particularly in
Uganda'’s unique socio-cultural situation (Brian K et al.). Moreover, there is a strong need for studies
that compare motivational strategies across various sectors in the area to determine their wider use
and success (A Atalla et al.). This could help in understanding how specific local factors might
affect the effectiveness of different motivational methods (Bans-Akutey A et al. 2020).

The research also suggests that policymakers should work with organisational leaders to create
plans that involve employee input in developing motivation strategies, ensuring they meet the needs
of the workforce (D O Onwusah et al.). Additionally, more research is needed on how leadership
contributes to creating a motivational environment, as leaders who use transformative styles tend to
encourage high-performance settings (S Dunbar, p. 4). By tackling these gaps, future studies can
provide more thorough strategies designed to further improve employee motivation and
performance (Monika R6zycka). As organisations attempt to handle the challenges of a changing
business world, these insights could be a key driver for significant change and lasting growth (W
Suarez-Amaya et al.). In conclusion, this dissertation highlights the importance of recognising and
fostering employee motivation as a key factor for organisational success in Butebo District and
beyond (Y P Vorzhakova).
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