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The degree of satisfaction of the company's staff with wages and working conditions, management policy,
socio-psychological climate in the team - affects the work motivation of employees. Analysis and assessment of
staff satisfaction helps to identify the presence of "weak elements” in the personnel management structure, to
develop additional forms of incentives that will help eliminate and compensate for the factors of work, the least
satisfied staff.

The article analyzes the stages of formation of the staff motivation system. At the first stage, the directions
of activity and development to which the enterprise aspires are defined. The strategy should reflect the financial,
production, marketing, sales and organizational goals, which are formalized through a system of balanced
indicators in terms of: finance, market, consumer, production, personnel.

Each goal should be divided into goals of the first, second, third and next level, which will provide an
opportunity to form key performance indicators that the owner expects from the staff of each division of the
enterprise. Having made generalized conclusions from practice, the employer must turn to theories of motivation,
of which there are many. Nor should we underestimate the importance of psychological theories in this matter.
Studying the latter will help to avoid some mistakes in choosing the wrong ways of motivation by identifying
patterns of psychological behavior of people in certain situations.

It is determined that the degree of satisfaction of the company's staff with wages and working conditions,
management policy, socio-psychological climate in the team - affects the work motivation of employees. Analysis
and assessment of staff satisfaction helps to identify the presence of "weak elements" in the personnel management
structure, to develop additional forms of incentives that will help eliminate and compensate for the factors of work,
the least satisfied staff of the organization.

Keywords: labor activity, employee, motivation, key performance indicators, psychological behavior,
competitiveness.

®OPMYBAHHS CACTEMHM MOTHUBAIIIL I CTUMYJIOBAHHSA TPYJ10BOI
JIAJBHOCTI HEPCOHAJY HIAITPUEMCTBA

Xapxiecokuil nayionanvHuil yHisepcumem micbkozo cocnodapemaa im. O.M. bexemosa

CryniHb 3aJ0BOJIEHOCTI IIEPCOHANIY IMIANPHEMCTBA OIUIATOIO Ipali 1 yMOBaMH POOOTH, IOJITHKOIO
KEPIBHUIITBA, COL[aIbHO-TICUXOJOrIYHUM KJIIMAaTOM B KOJEKTHBI — BIJIMBAC HA TPYIOBY MOTHUBALIIO
CIIBPOOITHHUKIB MiANMPHEMCTBA. AHaji3 1 OILIHKA CTYNEHS 3aJ0BOJEHOCTI TPYIOBOIO MISUIBHICTIO IIEPCOHAITY
JIOTIOMAararoTh BYACHO BHSBHUTH HAsSBHICTh «CIa0KMX €JIEMEHTIB» B CTPYKTYpi YIPaBIiHHS I€PCOHAJIOM,
PO3pOOUTH JOAATKOBI (hOPMH CTHMYITIOBAHHS, SIKi OyTyTh CIPUSATH YCYHEHHIO 1 KOMIICHCAIIT aKTOpiB TPYAOBOL
JISUTLHOCTI, HaMEHIII 3a0BOJIEHOT0 IIEPCOHAITY Opraisarii.

B crarti npoanamizoBaHi eranu (OpMyBaHHS CHCTEMU MOTHBaLil mepcoHany. Ha mepmomy erami
BH3HAYAIOTHCS Ti HANPSIMKM JISUIBHOCTI Ta PO3BHTKY, JI0 SAKHX IparHe mignpueMcTBo. CTpareris MOBHHHA
BimoOpaxkatu (hiHAHCOBI, BUPOOHMYI, MApPKETUHIOBI, 30yTOB1 Ta OopraHizariiini 1im, ki hopMali3yThCa Yyepes
CUCTeMY 30aJlaHCOBaHMX TOKA3HUKIB B po3pi3i: (hiHAHCH, PUHOK, CIOXKWBa4, BUPOOHUIITBO, TepcoHamn. Jlis
(hopMyBaHHS cHCTEeMH MOTHUBAII] (GOPMyBaHHS CTpATETil MiIIPUEMCTBA € HAHBAKITHBIIINM.

Koxxna meTa moBrHHA OyTH pO3IOiJEHa Ha LT MEPIIOr0, APYroro, TPETHOr0 1 HACTYITHOTO PIBHA, IO
HAJIJIACTh MOXKIMBOCTI c(hOPMYBaTH KITIOYOBI IMOKA3HUKH PE3yJbTATIB, SKHUX YCKAE€ BIACHUK BiJl IEepPCOHAIY
KOKHOTO ITiAPO3JUTy IMAIPHEMCTBA.

3po0uBIIHK y3aralbHEHI BUCHOBKH 3 MPAKTHKH, POOOTOMABIIO 00OB'I3KOBO CIIiJ 3BEPHYTHCS 0 TEOPii
MoOTHBaII, sKkux 0e3mid. He BapTO TakoX HETOOIIHIOBATH 3HAYEHHS IICHXOJOTIYHUX TEOPiM B JAHOMY ITUTAHHI.
BuBueHHS OCTaHHIX JONOMOKE YHHMKHYTH IEIKHUX IOMHJIOK BHOOPY HEMPaBUILHUX CIOCOOIB MOTHBALil 3a
JIOTIOMOT'OI0 BUSIBJIEHHS 3aKOHOMIPHOCTEH IICHXOJIOTIYHOI IOBEIIHKH JIFOAEH B IIEBHUX CUTYyaIlisIX.

BusnaueHo, 110 CTYIIIHb 3aJ0BOJIEHOCTI IIEPCOHAY MiANPUEMCTBA OILIATOKO Mpalli i yMOBaMH POOOTH,
MOJIITUKOIO KEPiBHUIITBA, COIIaJIbHO-TICHXOJIOTIYHIM KIIMaTOM B KOJIEKTHBI — BIIJIMBAa€ HA TPYAOBY MOTHBAIIIIO

99



CIIBpPOOITHUKIB IIIIIPUEMCTBA. AHAJI3 1 OLIHKA CTYIEHS 3aJ0BOJIEHOCTI TPYAOBOIO MISUIBHICTIO IMEPCOHAIY
JIONIOMAararoTh BYAaCHO BHSBUTH HAsBHICTH «CIAOKHX €JEMEHTIB» B CTPYKTYpl YIIPaBIiHHSA IIEPCOHAIIOM,
PO3pPOOUTH 10ATKOBI (DOPMHU CTUMYJIFOBaHHS, SIKi OyyTh CIIPUATH YCYHEHHIO 1 KoMIieHcalii GpakTopiB Tpy10Boi
IISUTBHOCTI, HAMMEHII 3aI0BOJIEHOI0 IIEPCOHAJY OpraHi3ariii.

Kouosi crnosa: mpyooea disibHicms, npayi6HuK, MOMUEAYis, Ko406l NOKA3HUKU Pe3YibMaAmusHOCHI,
NCUXON02TYHA NOBEOTHKA, KOHKYPEHMOCHPOMONCHICIb.

Problem statement in general and its connection with important scientific and
practical tasks. The work of any enterprise depends entirely on the work of its employees.
Today, staff motivation is central to the personnel management system of the organization, as
it is essentially the cause of employee behavior. Depending on how motivated employees are,
their focus on the company's goals, the desire to achieve them, to provide the desired result. In
addition, this, in turn, is the basis for effective work of the organization as a whole.

However, despite the importance of the motivation system in the modern enterprise,
active work on this issue both in the field of theoretical research and in their practical
application, still there is a problem of the organization of system of motivation and its
management at the concrete enterprise.

Overview of recent research and publications. In theoretical terms, the organization
of motivation system and its management are developed in detail in both foreign and Ukrainian
studies.

The most important developers of the theory of personnel motivation among foreign
authors - the founders of two groups of needs: A. Maslow, F. Herzberg, D. McClelland;
founders of procedural theories of motivation: W. Vroom, J. Adams, L. Porter and E. Lawler;
founders of theories based on the attitude of man to work: J. McGregor, W. Ouchi and others.

Some aspects of personnel motivation management in organizations are presented in the
works of domestic scientists such as N. Volgina, Yu. Kokin, R. Yakovlev, K. Korolevsky,
A. Kibanov, S. Galushka and others.

Obijectives of the article. The purpose is to analyze the formation of a system of
motivation and incentives for staff of the enterprise.

Research results. The term "motivation" is used in various spheres of society.
However, at the heart of each definition, one way or another, are the psychological features of
this process. In a broad sense, motivation is the motivation that causes human activity and
determine its direction.

In the economic sphere, the term is used as an external or internal motivation of the
economic entity to act in the name of achieving any goals, the presence of interest in such
activities and ways to initiate, motivate [1, p.85].

In the narrow sense, the motivation of work - is the process of meeting employees' needs
and expectations in the course of their chosen work, which is carried out implementation of
their goals, consistent with the goals and objectives of the organization, and at the same time -
a set of measures used by the management to improve the efficiency of employees.

The process of selecting the right system of staff motivation - a complex and time-
consuming, which requires special knowledge, and in-depth study of employee needs and
working conditions.

The development of an effective system of motivation should begin directly with the
monitoring of the labor market and the study of applicants' expectations. The labor market also
dictates to the organization's management the size of the market wage and the framework in
which the organization can vary it. At the same time, a comprehensive analysis from different
angles is important: interviews with employees in the company, interviews for vacancies, study
of Internet sites of competing companies, research, etc.

Making generalized conclusions from practice, the employer be sure to turn to theories
of motivation, of which there are many. Nor should we underestimate the importance of
psychological theories in this matter. Studying the latter will help to avoid some mistakes in
choosing the wrong ways of motivation by identifying patterns of psychological behavior of
people in certain situations. Well, comparing the analysis of the labor market and theoretical
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material on staff motivation, it is necessary to develop an appropriate personnel policy of the
enterprise [2, p.89].

It is also important to note that the company's staff motivation system should be
extended to all without exception of employees, it must be comprehensive. Increased
motivation is likely to be possible in some areas, but this does not mean that other employees
do not need it. In addition, regular changes in the system of staff motivation are mandatory, as
the company's work is dynamic and constantly evolving. We should also not forget about the
impact of changes in the situation in the country, in market relations, etc., which also affect
people's needs.

The formation of a system of motivation should consist of the following stages, which
are shown in Figure 1.

[ Formation of enterprise strategy I
[ Creating a system of unit goals I

[ Formation of personnel motivation system ’_I;]

| Analysis, control and effectiveness of staff motivation ]

Figure 1 — Stages of formation of personnel motivation system

At the first stage, the directions of activity and development to which the enterprise
aspires are defined. The strategy should reflect the financial, production, marketing, sales and
organizational goals, which are formalized through a system of balanced indicators in terms of:
finance, market, consumer, production, personnel.

Each goal should be divided into goals of the first, second, third and next level, which
will provide an opportunity to form key performance indicators that the owner expects from the
staff of each division of the enterprise. Thus, according to 1ISO 9000: 2008, the result can be
considered as.

Effectiveness is the degree of achievement of planned results and which include
absolute indicators; are relative indicators [3, p.107].

Key performance indicators depend on the developed strategy. Indicators related to this
group are usually used to determine the effectiveness of administrative staff. In our opinion,
performance indicators should be used not only to assess the work of administrative staff, but
also to assess employees of production and other departments of enterprises, which will
encourage employees to produce better products, increase demand and interest of all in the end
with the appropriate system motivation and stimulation.

Key performance indicators are divided into:

Late - reflect the results of activities after the end of the period,

Operational or advanced - allow you to manage the situation within the reporting period
in order to achieve the desired results.

Late performance indicators include financial indicators that characterize the financial
condition of the enterprise. Financial indicators show the company's ability to generate cash
flows, but because they are delayed in time, they cannot measure the current efficiency of units
[4, p.146].

Operational efficiency indicators are related with the current activities of business units
and show possible cash flows in the future, product quality and competitiveness.

When developing a system of key performance indicators for the formation of a system
of staff motivation must meet certain requirements:
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1. reality in determining their reach;

2. the ability to determine the indicator, the availability of the necessary data;

3. clarity in the planning of performance indicators of departments, the enterprise as a
whole;

4. transparency in calculations;

5. opportunity to get results from interested parties.

Competently designed and formed a system of staff motivation will allow a modern
employer:

1. Clearly agree on the goals of the individual employee, the department and the
company as a whole, as well as ways to achieve them.

2. Solve staff turnover problems and staff shortages by retaining highly qualified
professionals "imprisoned" for a specific company.

3. Reduce time and financial costs for staff recruitment, selection and adaptation.

4. To form a cohesive team of like-minded people, to maintain confidence in the
professional demand of the employer and the desire to work in this company effectively, with
full efficiency, with motivation for the result.

A set of conditions necessary to create positive motivation in the employee:

1. the results expected by the manager must be clearly defined and known to the
performer;

2. there must be known rewards for achieving these results;

3. these rewards must be such that they are valuable to the performers;

4. it is necessary that the team have such informal rules that would determine the status
of the employee in it and the attitude of colleagues towards him depending on his attitude to the
case;

5. the control system must provide an objective assessment of the results achieved,;

6. the results of each employee's work must be known to others;

7. the rewards received must correspond to these results and be distributed fairly;

8. the tasks must correspond to the individual abilities of the employees and it is
necessary that they do not doubt this; the performance of the task should not require excessive
stress from the performers;

10. employees need to be confident that there are logistical, organizational and other
conditions sufficient to perform the task.

The general mechanism of motivation to work is to give a person the opportunity to get
the most positive emotions from their work by satisfying the whole set of their needs, turning
the work from a lesson on production to a lesson to realize their own needs. The task of the
head in this case is to assess the state of the motivational environment in terms of how it is
favorable for the formation of employee interest in productive work in the interests of the
enterprise and adjust it in the right direction.

Motivational environment analysis involves conditions do not significantly satisfy what
should be.

Staff motivation is the main means of ensuring optimal use of resources, mobilization
of existing human resources. The main purpose of the motivation process is to get the maximum
return from the use of labor resources, which increases the overall efficiency and profitability
of the enterprise [5, p.68].

Motivation includes the internal state of man, called need, and something beyond which
is defined as an incentive or task. Human behavior is determined by the need that dominates at
a given time.

Yet, it is important to emphasize that there is no universal motivational approach to
personnel management. Moreover, the general principles of human factor management give
rise to different systems of motivation with their own characteristics, based on the specifics of
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enterprises. At the same time, managers of large enterprises may well use the existing
motivational management schemes that take into account the level of development of the
enterprise. At the same time, it is necessary to proceed from the fact that they cannot be constant
and need constant improvement, directed on the decision of the concrete problems standing at
a certain stage of development of the enterprise, formation of collective.

It is necessary not only to motivate the staff, but also to diagnose the first signs of its
demotivation in time, if for some reason they take place, it is always necessary to find new
approaches to the organization of work, its payment, stimulation taking into account the whole
spectrum

Ultimately, a well-built system of staff motivation is a tool that increases the value of
the company - by increasing the efficiency of the team as a whole and significantly reducing
the cost of staff selection and adaptation (while reducing staff turnover).

Conclusions. Thus, the degree of satisfaction of the company's staff with wages and
working conditions, management policy, socio-psychological climate in the team - affects the
work motivation of employees. Analysis and assessment of staff satisfaction helps to identify
the presence of "weak elements” in the structure of personnel management, to develop
additional forms of incentives that will help eliminate and compensate for the factors of work,
the least satisfied staff.

Methods of managing the motivation of staff in the enterprise, include: more thorough
systematization of the process of personnel records management; organization of work with the
personnel reserve absent at the enterprises; introduction of corporate ethics based on mutual
assistance, creativity and self-realization of each employee; regular use of trainings and training
seminars to support and improve the skills of employees at the appropriate level.

Thus, we can identify the following features of the system of staff motivation in the
enterprise: focus on success, the predominance of material incentives more active position in
the management system of the organization.

The practical application of these recommendations will fill the existing gaps in the
approach to staff motivation in these structures, increase job satisfaction and wages. This, in
turn, will contribute to the achievement of strategic goals of companies, make them more
attractive in the services market, reduce staff turnover, and increase the level of service, which
will increase the profits of enterprises.
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