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Summary. The problem of low employees motivation which is frequently observed at modern enterprises
is considered in this paper. It is defined that labour motivation is an important phenomenon for both scientists and
experts. Labour motivation is described as psychological processes that guide, energize, and support actions in
relation to job, task, role, or project. The main objective is to give an overview of the key theoretical aspects. Much
attention is also paid to current topics and new directions of the theory of labour motivation and research, as well
as to current contradictions and unresolved issues. The main theoretical perspectives of labour motivation are
considered. It is established that scientists distinguish two main types of labour motivation theories: the theory of
endogenous processes and the theory of exogenous reasons. Endogenous theories of processes focus primarily on
the psychological mechanisms explaining motivation within the employee's head, while theories of exogenous
causes focus primarily on contextual motivation, which can be changed or altered depending on the circumstances.
Material and financial incentives are awards of the employees by monetary benefits for the results of their work
activities. The use of material and monetary incentives contributes to the regulation of behaviour of management
objects on the basis of different financial awards and penalties application. According to the theory of
expectations, the workers prefer to invest in action, taking intoaccount their relative advantages, i.e. the
probability of achieving the desired results is a function of three beliefs: expectation, instrumentality (performance
will lead to results) and priority (these results are important or valued). These beliefs are considered to be
dependent, and if any of them are absent, the course of action will not exist. Without achieving the result, the
employees find it useless; without tools and priorities, the employees distrust whether productivity is worth it. It is
very important that the theory of expectations is developed taking into account personal decisions that employees
make about the reasonableness of spending their time and energy, and if so, where and how, and not on any
differences between them. The types and methods of motivativation, which ensure the activation of employee
motivation, are revealed.

Key words: motivation, personnel management, methodology of motivation, types of motivation,
employee incentives.
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Pesztome. Posensamnymo npobiemy HU3bKOI MOmMueayii npayieHuKis, AKa 4acmo mpaniicmvcs Ha CYYacHux
nionpuemcmeax. 3’saco8ano, Wo MOMUSAayis npayi € 6adCIUBUM AsuweM K Ol 4eHUX, MAaK i Osl NPAKMUKIe.

Corresponding author: Maryna Yeshchenko ; e-mail: m.g.yeshchenko@donnaba.edu.ua ... ..........c..eeeeeecumeerecoreenneen. 161


https://doi.org/10.33108/visnyk_tntu
https://doi.org/10.33108/galicianvisnyk_tntu2020.0
http://galicianvisnyk.tntu.edu.ua/
https://doi.org/10.33108/galicianvisnyk_tntu2020.06.161

Motivational component of personnel management

Momusgayis npayi onucyemscsi AK NCUXOAOSIMHI npoyecu, SKIi HANPAasisiiomv, 3apsaodcalombv eHepeicio U
niompumyoms Oii 6IOHOCHO pobomu, 3a60anHs1, poii abo npoexmy. OCHOBHA Mema NOIs2AE 6 MOMY, Woh damu
0271510 OCHOBHUX MeoPeMmUYHUX ACnekmis. 36epHeHo y8azy Ha AKMYabHi memu i HO8i HanpAMKU meopii momusayii
npayi ma 00CaiodceHb, d MAKONHC HA AKMYAIbHI cynepedHocmi il HesupiuwieHi numanna. Posensnymo ocnoewi
meopemuyHi nepcnekmusu momusayii npayi. Bcmanosneno, wo eueni po3pisHaomes 08a OCHOBHUX MUNY Meopit
Momueayii npayi: meopii eHOO2eHHUX npoyecie i meopii ex3oceHHux npuuun. Enoocenni meopii npoyecis
@okycyiomocsa, 6 nepuly uepzy, Ha NCUXONO2IUHUX MEXAHIZMAX, WO NOACHIOIOMb MOMUBAYIIO0 8CepPeOuti 20108U
ChnigpobimnuKa, 6 moii 4ac sk meopii eK302eHHUX NPULUH OKYCYIOMbCA, 8 Neputy yepay, Ha KOHMeKCMyanibHil
Momueayii, ska modxce Oymu 3MiHeHa ab0 3MIHeHa 3anedlcHO 6i0 obcmaeun. Mamepianohi ma 2epoutosi
3a0X0UeHHs — Ye BUHALOPOOU NPAYIEHUKIE SPOUOSUMU SUNAAMAMY 3a Pe3YTbmamamit ix mpyooeoi OisnbHOCHI.
Bukxopucmanna mamepianvno2o ma 2poui08020 CMUMYTIOSAHHA CHPUAE PE2YIIO8aHHI0 NOBEOiHKU 00 €Kmis
VNPAGNIHHS HA OCHOBI 3ACMOCYS8ANHSL PI3HUX 2POULOBUX 8UHA20POO ma wmpagis. Bionogiono 0o meopii ouikysanw,
NpayisHUKU 86adcalomsv 3a Kpawje ineecmysamu Kowmu 6 Oii, 38ajxcyrouu ceoi 6iOHOCHI hepegazu, MooOMmMo
UMOBIDHICIb ~ OOCSCHEHHs — 0adCaHux  pe3yibmamié — ye  (QYHKYis  mpboX  GIPY8AHb.  OUIKYBAHHS,
iHCmpyMenmanvHicms (6UKOHAHHA Npussede 00 pe3yabmamia) i npiopumemuicms (yi pe3yrbmamu 8axciugi abo
yinyiomocs). bez ompumannsa peyrsmamy ChigpoOImMHUKYU 66AdCAIOMb, WO Ye MapHo, Oe3 3uapados npayi u
npiopumemHocmi cnigpobIMHUKU CYMHIBarOmMbca 6 eapmocmi npoodykmusHocmi npayi. Bxpaii easciueo, uo
meopisi 0YiKY8aHb PO3POOIEHA 3 YPAXYBAHHAM OCOOUCMUX pilleHb, AKI CRIBPOOIMHUKY NPUUMAIOMb NPO me, YU
eapmo im eumpayamu csii 4ac i emepeiro, i AKWo max, mo oe i AK, d He Ha AKICb PO3DIHCHOCMI MIidC cODOM.
Poskpumo eudu ma memoou momusayii, wjo 3abezneuyroms aKMusi3ayiro MOMuUsayii NpayieHUKA.

Kniouosi cnosa: momueayis, ynpasninHs nepcoHaiom, Memooonozis Momueayii, euou momusayii,
3a0X04eHHS NPAYIEHUKIE.
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Introduction. Nowadays development of national enterprises is largely affected by
efficient management and planning of their finance-economic activity.

This process is followed by necessity in management development and implementation
where enterprise accounting policy is an important tool. In the conditions of functioning the
market system management, the enterprises are facing the need to work in competitive
environment, to acquire a new type of economic activities, and to constantly prove their
competitiveness.

In this regard, the contribution of each employee must increase and one of the main
tasks of a manager is to look for effective ways of managing the activities that ensure the
activation of human factor. Unfortunately, the phenomena of reducing the interest of an
employee in the work, staff turnover, and the lack of initiative can be seen in many enterprises.

Review of the latest research and literature. Problems of staff motivation and its place
in the personnel management system are given much attention by a number of scientists, namely
Balabanova L, Kholod B., Lomov V., Petty V., Sardak O., Smit A. and many others.

Main purpose of the article. The purpose of this paper is to make recommendations
how to increase the effectiveness of managing the enterprise activities by the improvement of
employee motivation.

Task setting. To achieve this goal, the following scientific objectives have been
identified: to reveal the essence of personnel management motivation; identify the special role
of types of motivation; to reveal the methods of motivation in management, which ensure the
activation of the employee.

The following methods were used to solve the tasks: analysis, synthesis, generalization.

Statements of main issues of the study. The motivation of the work activities cannot be
effective without using modern forms and methods of employee incentives. The work motivation
is a desire of an employee to satisfy his or her needs by work activities [3]. Every person has his
or her own needs which indirectly influence his or her work activities. They may be living
conditions, domicile, recreation facilities, and an opportunity to creatively work. So, for one
person the presence of sport or health facilities is of great importance, while for another it’s
essential to have an opportunity to express himself or herself in a creative way in work activities.
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Thus, under the work incentives we understand the influence on the work behaviour of
an employee through creating the personally significant conditions, which make him or her act
in a certain way. So, on the one hand, the favourable conditions for satisfying the employee’s
need are created. On the other hand, the work behaviour is developed that is essential for the
successful functioning of an enterprise.

By the definition «employee incentives» is meant all the methods used in the
management for motivating, influencing, and giving awards, such as administrative,
economical (material), and socio-regulatory ones [3]. The employer decides on his or her own
which methods of incentives are appropriate in certain situation, taking into consideration the
fact that the task of the management includes stimulating of both the needs and the motives of
work subjects which provide the significant and effective activities for the enterprise.

The incentives to work, depending on the fact which needs of an employee they are used
to respond, are classified into material and non-material ones. The most important type of
incentives is material ones which play the essential part in improving employee engagement
activities. This type includes material-monetary incentives and material non-monetary
incentives. The material non-monetary incentives contain the conditions of living services in
the enterprise, obtaining accommaodation, free trip or sanatorium treatment, the right for getting
scarce goods, as well as the provisions with children institutions.

The value of this type of material-monetary incentives is increasing because of the
money inflation. The system of moral and material incentives includes the complex of actions
that are aimed at improving employee work activities and, as a result, improving the
effectiveness of the work and its quality. However, the employee should be aware of what
demands the employer puts and what award employee can get if he or she meets these
requirements, as well as what punishments are used if the employee violates the requirements.
That’s why the system of work incentives should be based on the certain legal framework [2].

Material and monetary incentives are awards of the employees by monetary payments
for the results of their work activities. The use of material and monetary incentives contributes
to the regulation of behaviour of management objects on the base of implementing different
monetary awards and penalties. The salary, different cash rewards, extra payments and bonuses
are usually regarded as monetary incentives [2]. The employees get such material awards for
combining the professions (positions), enlarging the amount of the work performed,
professional skills and high professional achievements. Also it is necessary to emphasize that
the system of extra payments to wage scales allows to take into account and award a number of
additional qualitative and quantitative work characteristics that are not included into wage
system.

This system creates the long-acting incentives. However, for its effective functioning it
IS necessary to have a clear system of certification of employees of all the categories in the
enterprise by disclosing the certain features and even criteria for defining the type of extra
payments, as well as by involving the working staff into these activities. The most important
direction of material monetary incentives is awarding. The monetary award encourages the
higher work results and its sources make the fund of material incentives. It represents one of
the most important constituent parts of salaries.

It is always necessary to take into consideration the fact that awards shouldn’t be too
general and frequent, as they will be regarded as a part of ordinary salary in the ordinary
conditions. Also, the award must be connected with the personal contribution of an employee
to the enterprise and employees must understand that the award depends on the additional, but
not normative efforts.

Social incentive is an important type of motivation and every employer must understand
how it is important to support of the proper atmosphere of graduate in the enterprise. This isn’t
an award by material incentives, but by social relationships in the team.
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The moral incentives include the actions of a company toward the employee, such as:

- official recognition of merit (for example, including into the honour list,
announcement in a corporate newspaper or at a public meeting, giving letters thanking for
carrying out the project, giving work experience awards, etc.);

- organisation of cultural events, including competitions and contests among the
employees in one department or among the employees who have the same position, for example
heads of the departments;

- personal perks that are given to employee when he or she achieves a certain status in
the enterprise [2].

The social motivation is a need of employees in self-affirmation in their desire to occupy
the social position and a need to have a certain amount of power. The staff should be entrusted
the projects that involve the need to different approvals within the enterprise, expanding their
social network. These activities require the development of skills to find compromise,
overcome the resistance, resolve conflicts, allowing the team and management to assess how
valued this employee is for the enterprise. The moral motivation is connected with a person’s
need in the respect by the team members, in recognizing him or her as an employee and as a
morally approved personality. These incentives are implemented in such forms as oral and
written compliment, different awards, awarding by distinctive titles etc.

While organizing the moral incentives, it is important to provide the combination of
encouraging activities with increasing responsibility for the work results. This causes the
growing responsibility in the team. Psychological motivation includes creating the positive
work environment, which contributes to the effective communication that is a great stimulus
for an employee to feel satisfied with professional activities [4].

Thus, having analysed the main types of employee motivation, we can make
recommendations about the incentives in modern market conditions. First of all, we should
emphasize that the labour remuneration is a motivating factor if it is directly connected with
work results. The employees must be sure about the presence of clear linkages between the
material awards and their work activities. The salary should definitely contain the component
that depends on the achieved results [1]. Nowadays because of the complicated economic
situation it is difficult to define the high salary, but some enterprises can choose the optimum
methods of awarding the personnel and make the maximum favourable conditions for employee
performance.

Nowadays the special attention should be paid to non-material work incentives, making
the flexible system of taxes for employees, for example:

- to recognize the value of an employee for the enterprise, giving him or her creative
freedom;

- to implement the program of work improvement and staff rotation;

- to implement the flexible timetable and part-time work during a week, an opportunity
to work both at working place and at home;

- giving employees the discounts on the goods that the company, where they are
working, produces;

- giving the employees credits for buying a house, a car etc. [4].

Each employee wants to show all his or her abilities and how important he or she is for
others, so it’s necessary to appreciate the work of each staff member, to give an opportunity to
make decisions on the issues that concerns his or her competency, and to consult other
employees.

Almost everyone has his or her own thoughts about how to improve the work activities.
Based on the interest of management, the activities should be organized in such a way that
employees don’t lose the will to implement their plans.

Based on the fact about the type, the speed, and the way the employees get the tasks,
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they assess their own value from the point of view of the employer. That’s why one can’t make
decisions that concern the changes in work of staff without letting them know even if these
changes are positive, as well as one can’t prevent the access to the required information.

McGregor suggested that managers may assume that employee motivation comes in one
of two ways. His dichotomy has been called Theory X and Theory Y. Theory X refers to
traditional management, according to which managers assume that they must control, coerce,
and threaten to motivate employees.

Theory Y, as opposed to Theory X, assumes that employees want to do complex work,
that they are interested in taking responsibility, and that they are mostly creative and want to
participate in policy development and goal setting. Today, Theories X and Y don't really sound
very revolutionary; the problem is that management styles and employee motivation do not fit
into the two theoretical labels. As a result, additional theoretical labels are developed.

The information about the quality of employees’ activities must be prompt, considerable,
and relevant. The employee must have the maximum possible level of self-control [5].

Most people are eager to gain new knowledge while working. So, the employees must
have an opportunity to learn and develop their creative skills.

At the same time, everyone wants to be successful. Success includes goals whose
achievement requires employee to do the best. Success without the recognition results in
frustration and Kills initiative. However, this will not happen if employees, who are successful,
get additional rights and promotion.

Conclusions The process of losing the interest in work and passivity brings very notable
results. To escape the loss of potential profit, the director must achieve the maximum respond
from his or her employees. Employee motivation includes a number of the constituent parts,
such as: motivation of work activities, which involve the encouragement of the staff for
effective work that provide the necessary awards and satisfy the current needs; motivation for
permanent and productive employment; motivation for the development of competitive
employee; motivation to acquire the production tools etc. Competently designed work should
create internal stimulation and feeling of personal contribution to the production of goods. The
use of different methods of stimulation allows the enterprise management to form an active
motivation of personnel for effective activity, which contributes to both the enterprise
functioning and the development. Therefore, the economic activity of the enterprise largely
depends on the proper organization of financial and managing activities in the enterprise.

The success of any enterprise largely depends on how completely and accurately the
current state of affairs is analysed in the sphere of managing the enterprise. No more economies
could be made in salaries of valued employees and equipping their working places. It is also
necessary to develop the system of non-material incentives in the enterprise and improve
relationships among the staff members. Today, the need for solving the problems of each
person’s interest in qualitative and creative work for the benefit of the enterprise and society is
urgent.
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