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HocaigxeHno cyTHicTb, 3Ha4YeHHsl, YUHHUKHU # 0c001UBOCTI MOTHUBANII NPaniBHUKIB, 30K-
peMa B yMoBax naHaeMii KopoHaBipycy Ta BilicbKOBOIro BTOPrHeHHsl B YKpainy. 3a pe3yabTa-
TAMM NPOBEJIEHOr0 ONMMTYBAHHSA BH3HAYEHO KJIIOYOBI 1eMOTHBYBAJIBHI (DAKTOPU: HeCNpaBe/-
JIMBa BMHAropo/Ja, BiICYTHiCTb BHU3HAHHSI TA BiICYTHICTh CEHCY Yy NMOCTABJIEHUX 3aBJAHHMX.
JeTanbHo NpoaHai30BaHO MeTOA reiiMigikanii Ta 3anpoNOHOBaHO BJIACHY METOIUKY MOHITO-
pUHrY i reiimigixauii B motuByBanni. Ilokazano, mo y 3B’s13Ky 3 manjaemMi€ro KoBiny Ta Biii-
HOI0 NP00JieMH MOTUBYBAHHSA NMPALiBHUKIB 0cO0JIUBO 3aroCTPUJINCH i 3’ABUINCHh HOBI. OnHaK
yKpaiHcbKOMY 0i3Hecy BAA€THCS MOTPOXU aAaNTyBATHCh /10 CYYaCHHUX KPH30BHX pealiii, a 0a-
raTo nNpamniBHMKIiB Ha0y/JH HOBMX KOPHMCHUX KoMmeTeHUill. PexoMeH10BaHO pPoOMTH cuCTEeMH
MOTHBaUIl THYYKUMHM i CIPAMOBAHMMM NepeayciM Ha Pe3UJIi€EHTHICTH MepPCOHANY 3aJs fioro
30epe:keHHA/yTPUMAHHS.

KarouoBi cioBa: ynpaB/iiHHSI MepCOHAJIOM; MOTHB; MOTHBYBAHHS; MOTHBaUis; 1eMoO-
THBAaWifA; MaHAeMis KOpOHaBipycy; BilicbkoBe BTOPrueHHs; reiimigikamis.

IHocTanoBKa Mpo0JIeMH Ta AKTYAJIBHICTb JTOCTIIKEHHS

B yMoBax cyuacHOT pHHKOBOI €KOHOMIKH Ta MOCHJIEHOI TTI00abHOI KOHKYPEHIIii MK MiAMPHEMCT-
BaMH KOPCTKY OOpOTHOY MOXYTh BHUTPHMATH JIMIIE Ti 3 HHUX, SIKI 3JaTHI Ha/JaBaTH CBOIM CIIO)KHBayam
BHCOKOSIKICHI TOBapu/mociyru. s 1boro miJnprueMCTBO MOBUHHO MaTH MpodeciiHO MiAroToBIeHUN Ta
KBaJTipiKOBaHUI TIepcoHaI 1 epeKTHBHY CHCTEMY YIPaBIiHHS HUM, KIIOUOBY pOJb y SIKIH BiAirpac MOTH-
ByBaHHsA. CaMe BOHO CIPSIMOBaHE Ha MaKCUMAaIIbHO e(peKTHBHE BUKOPHCTAHHSI TPYAOBHX PECypCiB Ha M-
MPHEMCTBAX.

Bapro 3a3HauMTH, MO0 OCTAHHIMU POKaMH METOJW MOTHBYBAHHS B CBITi 3a3Hall iCTOTHUX 3MiH Y
3B’SI3KY 3 BIUIMBOM MaHieMii koBimy. B 2020 p. 6arato kommaHiii BUSBHIUCS HE TOTOBHMH JI0 HEOOXiJHOC-
Ti panToOBOi 3MiHM MiJXOIB 10 YIPaBIIiHHS MEPCOHANIOM 4epe3 HOBi peanii. BigmoBigHo, mutanHs 3a0e3-
TEUEHHS CTIMKOCT1 Oi3HeCy 3 OIHOYACHUM 3aXUCTOM ITPAIiBHUKIB CTANO aKTyaJbHHUM SIK Hikonu. Ta jmoBomi
IIBUAKO OUTBIIICTh KOMIIAHIN CBITY IEpPEBEd MPaIliBHUKIB HA AUCTAHIIMHY 4M 3Milany GopMmy poOoTH, a
BHMOTH JI0 OXOPOHH MIpalli iCTOTHO 3POCIIH.

B Vkpaini npakTika MEHEIKMEHTY, 30KpeMa YIPaBIIHHS IIEPCOHANIOM, BXKE MPOTATOM JECATHIIITTS
Ma€ MEBHI OCOOJMBOCTI, 3yMOBJIEHI CIEIU(IKO CKJIATHOI MOJITUYHOI, €KOHOMIUYHOI Ta COI[iaJIbHO-
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nemorpadigHoi CHTYyallil, ska 0COONMBO YCKIaIHHUIIACS Yepe3 MOBHOMACIITA0HE BIIChKOBE BTOPTHEHHS B
motoMy 2022 p. 3anpoBaKeHHS KapaHTHHY, OOMEKEHHS MepeCyBaHHs, a IMi3Hillle — BBEJCHHS BIICHKOBO-
ro CTaHy B YKpaiHi, 3arpo3a >KUTTIO/3I0POB’10, 3pOCTaHH TPUBOXKHOCTI B Jitojei [1] morpeOyroTh mepe-
OyZI0BH MIIXOMIB 10 MEHEIKMEHTY IepCcoHany. BilmoBigHo, ChOroHI MOTHBALIIHHI MporpaMu yis Ipa-
IIBHUKIB MICTSTh HU3KY 3aXOJIiB, 30KpeMa: BiIJaJICHUH PEKUM pOOOTH 3 MOXKIIMBICTIO MPAIIOBATH 3-3a
KOpZIOHY, Pi3HI MporpaMu MaTepiaibHOi Ta HEMaTepialbHOI MATPUMKH (POOOTa 3 ICUXOJIOTaMH, 3aTy4eH-
Hs Ta MiITpUMKa ciMel CriBpoOITHHKIB), Oe3liepepBHa KOMYHIKAIlisl Y KoJleKTHBi Tomo. OqHak HeoOXiTHO
MPOJIOBXKYBATH TOIIYK ONTHMAIBHUX IHHOBAI[IMHUX METOJIB/IHCTPYMEHTIB KaJIpOBOTO MEHEKMEHTY [2],
30KpeMa MOTHBYBaHHS, B YMOBaX KpH3H.

@DopMyJTIOBAHHS IiNOTE3M Ta MOCTAHOBKA Lijeii
VY nocnijKeHHi mepeBipeHo TinoTe3y o0 BHHUKHEHHS MPo0JIeM MOTHBYBAaHHS MPAIliBHUKIB yKpa-
THCHKUX TIINPUEMCTB Ta 3HWKEHHS PiBHS e()EKTUBHOCTI iX poOOTH BHACTIIOK JEMOTHBAIli, 30KpeMa de-
pe3 HaCHiJKK MaHeMil KOpOHaBIpyCy Ta BIHCHKOBOI arpecii mpoTu Y KpaiHu.
Mera IOCTIPKEHHS: aHaNi3yBaHHS MPOOJEM MIiIBHIEHHS MOTHBAIlIl MPALIBHUKIB 1 3aX0MiB JJIA iX
BUPIIICHHS B YMOBaX MOCTIaHJeMii Ta BiliCbKOBOTO BTOPTHEHHS.

AHaJIi3 0CTaHHIX JOCTiTKeHb Ta MyOaikanii

JocmimpkeHHs Tpo0JieM YIIPaBIIiHHS IIEPCOHAIOM, YHHHUKIB MOTHBAIIIT Ta JEMOTHBAIIl IIUPOKO Bi-
noOpakeHi y HaykoBux mnpamsx. Tak, 1. B. SIkoBenko ta O. O. IlerpseB 3a3HayaroTh, 10 “eeKTHBHE
VIIPaBITiHHS MEPCOHANIOM € OJTHUM i3 HaWBaXUIMBIIINX 3aBAaHb CydacHOro minnpuemctsa. [lepconan — 1e
pylIiiiHa CHJIa €EKOHOMIYHOTO PO3BUTKY MIIPUEMCTBA, HOTO epEeKTHBHOTO (DYHKIIIOHYBAHHS Ta KOHKYpECH-
tocpomokHocTi” [3]. JI. B. Bonsucbka-CaBuyk ta M. B. Manumuaa BKa3yroTb, 110 BOJIOJIIOYH OCOOIH-
BUMH CTPATETTYHUMH Ta ONEPaTUBHUMH (YHKI[ISIMH, JIFOJCHKII YHMHHUK Bi/Iirpae MPOBIJHY POJb B IHTENEK-
Tyamizanii Ta iHpopmaru3zanii BupooHuiTea [4]. I'. O. CykpyiieBa 3a3Havae, 1110 MOTHBAIlIS CTBOPIOE 3alli-
KaBJICHICTD MpaIliBHUKA B pe3y/IbTaTax IMpalli i MiJBHUINY€E IHIUBIAYaIbHY, TPYIIOBY Ta OpraHi3alliiiHy mpo-
JNYKTHUBHICTH/€EKTHBHICTh, BAXKJIMBE 3HAYCHHSI MA€ TAKOXK BHSIBICHHS 1 YCYHEHHS JIEMOTHBATOPIB — YMH-
HUKIB, SIKi pyHHYIOTh MTO3UTUBHUI MOTHBAIlIHUN HACTpill 1 € 3ryOHUMHE JUTS OpraHi3alliifHOl JisIIbHOCTI
[5]. B. IlerkoB Ta 1. IBaHORB [6] BBa)katOTh, 1110 OI[IHIOBAHHS PE3YJIBTATIB MISUIBHOCTI MPAI[iBHUKIB € KIHOYO-
BOIO YMOBOIO e()eKTUBHOI iX MOTHBAILi], i ATPUMaHHS MOBEIIHKH, OB’ S3aHOI 3 BUCOKOIO TPOTyKTUBHIC-
TIO, TOBUHHO CIIPUATH TaKil OBEIIHII B Maii0yTHHOMY.

AmnamizyBaHHs BIUIMBY TaH/AEMii KOBiJly HA MOTHBYBAaHHSI MPAIIBHUKIB CTaJ0 HAI3BUYANHO TIOMYIISp-
HOIO TeMaTukoro jociimkenHs. C. Mani i M. Mimpa [7], aHanizyroun 3aydeHHsI PaNiBHUKIB IMiJ] 9ac i€l
KpH30BOi cUTyarlii Oe3nperneaeHTHOro Macmraly, Uil BIOCKOHAJICHHS YIPABIIHHS IEPCOHAIOM 3aIpo-
nmoHyBasu crpareriuny crpykrypy GREAT (growth, renewal, enabling, aspirational and transparency —
3pOCTaHHS, OHOBJICHHSI, CIPUSIHHS, MparHeHHs Ta npo3opicts). K. ['onzanec-Tamxepo, K. Yapix i A. Kappi-
Jiepo [8] mociimKyBaiu BILUIMB KPEATUBHOCTI, CIIUIKYBaHHS Ta JIIZEPCTBAa HA MOTHBAILIIIO TIAIPUEMIIIB B YMO-
Bax MaHjeMii, H, BIAMOBIHO, PEKOMEH/IyBaJId BPaxOBYBAaTH IIi acleKTH MijJ Yac po3poOJEeHHS JepiaBHOI
MTOJIITHKH TIATPUMKH ITiIIPHEMIIIB.

VY npargx [9-27] npoaHaii3oBaHO OCOOJMBOCTI BIUIUBY MaHIAEMii, 30KpeMa COLIaJbHOrO JAUCTaHITI-
IOBaHHS Ta BTAICHOT pOOOTH Ha MOTHBYBAHHS 1 Pe3yJIbTaTHBHICTh NMPAI[iBHUKIB PI3HUX cdep 1y Pi3HUX
KpaiHax, a TaKOXK 3aIPOITOHOBAHO METOAMKH i 3aCO0M IMOI0NIaHHSI HETaTHBHUX HACIIJIKIB.

Oco0arBOCTI MOTUBYBAHHS TPAIIBHUKIB YKPATHCHKHUX ITIPUEMCTB B YMOBaX MajeMii Ta BificbKoO-
BOi arpecii B YkpaiHi chOTOfHI I MMPOKO HE JOCHIIKEHO. IX aHATi3yI0Th y CBOIX Npalsx 30KpeMa:
I. Koryr [28], sika BUOKpeMHIIa Taki MOTHBAIIHHI IHCTPYMEHTH WICHIB KOMaH]l IHHOBALlIHHUX MPOEKTIB Y
CKJIAJIHUX YMOBaX ChOTOJICHHS: BiIKpHTA KOMYHIKaIlisl, GOKyC Ha MEHTaJbHE 3/I0pOB’s, AaHKETYBaHHS, pe-
nokaniitni 6onycu, Oesmeka, joBipa, po3Butok i HasuaHHs; . XKocan 1 H. Kupuuenko [1], sxi Bunimmm
¢dakropu BIUMBY Ha riepconan y 2021-2022 pp. Ta 03HaKH rOTOBHOCTI KOMITaHil JI0 YIIpaBIiHHS TIepcoHa-
JIOM y Cy4acHHX yKpaiHChbKuX peanisx; B. €. Momor, O. M. JlutBunenko i I'. fI. Murpoda [29], sxi, go-
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CIKYI0UH TpaHc(opMalliro MOTHBAIMHUX TMPIOPUTETIB MiJ] Yac KPHU3H, MATBEPAWIH TIiNOTe3y LI0A0
MparHeHHs MepCOoHaTy MPUXOBYBATH CHPABXKHIO MaTepiajdbHy MOTHBAIlIIO, HAMATAIOYHCH JIEMOHCTPYBATH
“coliajabHO BHIIPaBAaHi” MOTUBH IisuibHOCTI, a Takok O. O. [Timmk-Kosansceka 1 O. 1. KoBanbcbkuii [30],
SK1 TIpOaHaTi3yBaId OCHOBHI 3acajyl yIIPaBJIiHHS MEPCOHANIOM YKPaiHCHKHX MiJIPHUEMCTB B YMOBaX BOEH-
HOT'O CTaHy.

OTxe, aHATI3 HAYKOBUX JKEPEN CTOCOBHO COIIalIbHO-eKOHOMIYHOI CYTHOCTI MOTHBAIIIT BifoOpakae
PI3HOMAHITTS TOTJISIB, YSBJIEHb Ta TEOPETUYHUX KOHCTPYKINIH, ajie JOCTIIKEHHS MiJIBUIEHHST MOTHBAIIIT
MEePCOHAITYy 3a JIOIOMOI'OI0 YCYHEHHS JEMOTHBAI[IMHUX YMHHHUKIB, 30KpeMa CIPHUYMHEHHUX MMaHICMIEI0 Ta
BiliCBKOBOIO arpecielo, 3aIHIIA€ThCS BIIKPUTHM, 1110 i BU3HAYA€ aKTyallbHICTh CTATTI.

Buxan ocHOBHOTO MaTepiainy

MotuByBaHHS (MOTHBAIIis) — 1€ YIPaBIiHChKa JISUTBHICTD, siKa 3a0e31euye Mmpolec CIOHyKaHHS ce-
0e Ta IHIIKX J0ACH 10 Iil, CIpSIMOBaHMX Ha TOCATHEHHs OCOOMCTHX IIiJicH abo Iiiel opraHisaiii.

[IpobseM: MOTHMBYBaHHS IIOB’SI3yIHOTh Hacamriepell i3 BUHHUKHEHHSIM JEMOTHBAIll NpPAIiBHUKIB —
3HMKEHHSIM TIPOAYKTHUBHOCTI, Oa’kaHHS MPALIOBATH, 0 CIPHYMHEHO BiJICYTHICTIO UM OcTaOlIeHHsIM BILTH-
BY CHWJI, IO CIIOHYKAIOTh JIFOAWHY JO0 AisUIbHOCTI, 3 BUTPAYaHHSM IEBHHMX 3yCHJIb Ha HaJIOKHOMY PIiBHI
cTapaHHs, CyMJIIHHOCTI, HaronernmuBocTi. Pobora mepconany 0e3 HasexxHOI eHeprii Ta Oa’kaHHsI I0CATaTH
ITOCTaBJICHHX I[JICH, BTpaTa iHINIaTHBH Ta BIAMOBIIAIBHOCTI, IEpeOyBaHHS HA POOOYOMY MICIIi JIUIIIE 3a-
ISl OTpUMAaHHS 3apo0iTHOT MJIAaTHI — IIe CUMITTOMHU JIeMOTHBAIIIi TTepcoHany. B takiii cutyarii mignpuemcr-
Ba MMOKHUJIAIOTH KaJIpH, MO-TIepIle, sKi € HalikBanidikoBaHIIIMMY, MO-IPYyTe, HA SKi € MOMUT Ha PUHKY Ipa-
1i, ¥ mo-TpeTe, sIKi He MOXYTh 33J0BOJIBHUTH Pi3HI CBOI moTpeOu. BHacHinok nemoTuBanii y npaiiBHUKIB
MOXIIUBE npodeciiine BUropaHus ((iznyuHa i emoliiiHa BToMa, BTpaTa CeHCY JisUTbHOCTI), 1110, 0€3yMOBHO,
MPU3BEC 10 3HWIKCHHSI IIPOAYKTHUBHOCTI 1 HABITh 3BUIbHEHHS, a pOOOTOMABIIS 3MyCUTh BUTPAYaTH 4ac Ta
KOIITH Ha TIOIIYK, HABYAHHS HOBHX IPAIliBHUKIB, 1 BIAMOBIIHO 3HU3UTH NPHOYTKU. B migcymMKy nemMoTH-
Ballisl MPAIiBHUKIB 3HIDKYE KOHKYPEHTOCIPOMOXKHICTD MiAMPHEMCTB i, BiIIIOBIIHO, KOHKYPEHTO31aTHICTh
CKOHOMIKH JIep KaBH, 10 3yMOBJIIOE aKTYaIbHICTh I[bOTO JOCIIKCHHS.

OTxe, 1eMOTHUBAILS TIEPCOHANY € MPOIIECOM, 3BOPOTHUM J0 MOTHBAILil, — 3HW)KEHHs Oa)KaHHS TIpa-
LIOBAaTH, 3yMOBJICHE BIJICYTHICTIO YU OCJIA0JICHHSAM BILIMBY CHJI, IO CIIOHYKAIOTh JI0 TISUTBHOCTI, 3 BUTpa-
YaHHSM TIEBHUX 3yCHIIb Ha HAJIGKHOMY PiBHI CTapaHHs, CyMIIHHOCTI, HaronernuBocTi [31]. Bee e — cur-
HaJIM KePIBHUIITBY 1O Ail 31 CTBOPEHHS KOMIUISKCY 3aXOiB IS MiJBHILCHHS MOTHBAIII] TEpCOHAITY.

{06 3amo0irTi BUHUKHEHHIO JEMOTHUBAIIi], TOTPIOHO MOHITOPHTH YMHHHKH, SKi 1I CHIPHYHHSIOTH
(puc. 1), 30kpema: HecrpaBeUIMBa BHHATOpoaa (HepiBHOMIpHE CITIBBIAHOIICHHS OIUIATH Tpalli Ta BHECKY
MpaliBHUKA), HEBU3HAYEHICTh (HEraTUBHE CIIPUUHSATTS 3MiH), BIICYTHICTh CEHCY Y TIOCTABIICHHX 3aB/aH-
HSX (A1 Cy4acHOTO TOKOJIHHS JIyXKe BaKJIMBO PO3YMITH 3HAUYYIIICTh BUKOHYBaHUX pOOIT), BIICYTHICTh
BH3HAHHS (OyIb-siKa JIIOHA TTIOTPeOye OIIHKHM BIACHUX 3yCHJIb Ta 3aCIyT, MOXBAIN), HEPO3YMIHHSI METH
(mpaIiBHUKY 4acTO OPIEHTOBAHI Ha JOCATHEHHS, TOMY iM BaXKJIMBO Oa4HMTH I[iTi Tiepes co00k0), OJHOMaHi-
THICTh (PYTHHHI, OMTHOTHUITHI 3aBJJaHHS IEMOTUBYIOTh TIEPCOHAI), HEKOPEKTHE JIeeryBaHHs TOBHOBa)KEHb
(HenpaBuiIbHE (GOPMYITIOBAHHS 3aBAaHHS TOIIO), HEMOKIJIMBICTh pealli3yBaTh MOTEHIlIaN (HEBUKOPHUCTAHHS
y po0OTi HABHYOK, SIKi IIIHYIOTh MPAIiBHUKN) Ta KOH(IIIKTH Y KOMaHAi (HECTIPUSTIUBUI MICUXOIOTTYHHH
KJIiMaT y KojiekTuBi) [32].

Jnst aHaMi3yBaHHS ONMKCAHUX BUIIE YHHHUKIB Ha MPAaKTUIl y ciuHi 2022 p. MU MPOBENU OHJIAWH-
ONUTYBaHHS cepeji CTa MpaliBHUKIB Yy M. JIbBOBI, 00 BU3HAYMTH, SIKI HEraTUBHI acleKTH HaiOubIne
BIUTMBAIOTh Ha iXHIO MOTHBALIiIO Ta BIAMOBIAHO PiBEHb €PEKTUBHOCTI poOOTH. 3a pe3ybTaTaMu OIMHUTY-
BaHHS (pHc. 2), HAWBAXIMBIIIUMA YAHHAKAMH JIEMOTHBAIIIl € K MaTepialibHi, Tak i HeMaTepiaibHi: He-
cupaBeyiiBa BuHaropoaa (15,7 % Big 3arajgbHOi KUIBKOCTI PECIIOHACHTIB), BIJICYTHICTh BH3HAHHS
(15,1 %) ta BinCyTHICTH CEHCY y TOCTaBJICHHX 3aBaaHHsx (14,4 %).

SIKII0 TOBOPHUTH TPO CHPaBEeIUIMBY BHHATOPOY Tpalli, TO TYT OCHOBHY pOJb BiJirpae mMaTepiajbHa
MOTHBAIIisI MIPALlIBHUKIB, 30KpeMa Taki il YMHHUKHU: a) piBEHb 3apo0iTHOI TUIaTH Ta il [uHaMika; 0) HasB-
HICTh TIPSMOI 3aJIGKHOCTI PiBHS 3apoO0iTHOI TUIATH BiJ KUIBKOCTI Ta SIKOCTI JOCSITHYTHUX PE3YJbTATIB;
B) nudepeHuianis 3apo0iTHOT 1aTy Ha mianpueMctsi [33].
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UnHHMEMN, 2K CIIPHMHHANIOTS

OeMOTHBALIO ¥
MpaLiBEHHKIE

BigcyTHICTE CEHCY B

Hecnpaeegnuea BuHaropoga R T —— BigcyTHICTE BHIHAHHA | |
|| HEPO 3"_','I'.li MeTH pOﬁOTH HesnaHa4eHICTE 20 BHIIIHLOTO OgHOMAHITHICTE ¢}'Hm1“ | |
CepeloEHLLIA
HexopexTHe OeneryeaHta HeMo#IHBICTE peanisyveaTi Kondmikm v xomanmi
] MOBHOBAHEHD MoTeHian -

Puc. 1. Ocnoeni uunnuxu, AKi CRpUUHIOMs 0eMomueayiio y npayienuxie [32]

HecnpaBennuea BHHaropoa

BincyTHICTE BH3HAHHA

BiacyTHICTB CeHCY Y IIOCTaBISHHX 3aBJaHHAX
HesH3HaueHicTh

HeposyMiHHA MeTH

HewmosxIHBICTD peatizyBaTH MOTEHIIaT
OnHOMaHITHICT QYHKIIIH
Koudmikta y koMarai

Helcopelc'me JelIeryBaHHA [IOBHOBAKCHBb

Puc. 2. Knoyosi useneni yunHuky 0emMomueayii npayiHuKie
(pe3yavmamu 61acHo20 OOCHIONCENH )

Ta s npaliBHUKIB BOKJIMBUM € 1 HemaTepianbHe (MOpajabHEe) MOTHBYBAHHS: 3MICT 1 YMOBH ITpalli;
MOJKJIMBOCTI MPOSIBUTH CBOI 3I0HOCTI, YMIHHS Ta HABMYKH, MOXKJIMBOCTI Kap’€PHOrO 3pOCTaHHS; MOXKIIN-
BICTh MPOSIBUTH OCOOMCTI TBOPYI 3I0HOCT1 y BUPIIICHHI [TOCTABJICHUX 3aBAaHb, 3100yTH BU3HAHHS, HEMa-
TepialibHY OIIHKY CBO€T poOoTH. KBaidikoBaHi npaliBHUKA BiI4yBalOTh CAMOITOBAry, CAMOCTBEPIXKEHHS,
KOJIM KEPIBHUIITBO OI[IHIOE PE3YJIbTATH IXHBOI POOOTH TaK caMO BHCOKO, SIK 1 BOHM caMi. T0oOTO MOTHBAIIis
OB’ s13aHa, 3 OJIHOr0 OOKY, 31 3MICTOBHICTIO, KOPUCHICTIO CaMoi Tpaili, a 3 IHIIOro — i3 CAMOBUPAKEHHSM,
camopealizaili€ero mpaiiBauka [33].

Jlnst omiHIOBaHHS MOPaJIbHOTO MOTHBYBAaHHS KO)KHOT'O TpalliBHUKA Oe3MOCepeaHil KEpiBHUK MOBHU-
HEH IIOCTIMHO KOHTAKTYBaTH 3 IIJUICIJIMMH, BPaXxOBYBaTH IXHI JyMKH 1 MPOIO3MIII 4Yepe3 3BOPOTHHM
3B’s130K. Ha mianpuemcrBax fioro MoskHa peaiizyBatu y (HopMi CIIUIKyBaHHS MPAIiBHUKIB 13 KEPIBHUKAMHU
a00 30uparoyr “TIOBIJOMIJICHHS 31 CKapram, MPOIO3UIlISIMH, IeIMU MPAIiBHUKIB Ha CIEIiabHINA aHOHI-
MHIH CTOpiHII BeOcaiiTa koMmmnanii. Takuit crocid MmoTuBaiii GopMyBaTUME TOBIPIMBY aTMOC(hEpY CTOCYH-
KIB MK KE€pIBHHKaMH 1 MpaiiBHUKaMH, CIPUSTIMBUA MOPAJIbHO-TICHXOJOITYHUI KITIMAaT B KOJIGKTHBI, 3a-
OesmneuyBaTHME TTOTPEOy MPAIiBHUKIB B yBa3i, JaBaTUME MOXKIIMBICTh BU3HAYUTH HE3aJ0BOJICHI IOTPEOH
MpaIliBHUKIB, IEMOTUBATOPH Ta YCYHYTH X, peai3yBaTH IiHHI 1€l IpaIliBHUKIB.

ChorojiHi Ha yKpaiHChKUX MIANPUEMCTBAX IOLIBHO aJalTOBYBaTH JOCBIJ MPOBIAHUX 3apyOiKHHUX
KOMIIaHi#, 30KpeMa, II0J0 TaKOro Croco0y HeMaTepiaJbHOI0 MOTHMBYBaHHs, SIK rehiMigikairis, ToOTO
BIIPOBAKEHHS irPOBHX TEXHIK y pob6oui mporecy. [i ronoBHe 3aB1aHHS — aKTHBi3yBaTH MEPCOHA, 10ATH
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CNIEMEHT 3MaraHHs W iIHTepaKTHBHICTb Y IIOJICHHI PYTUHHI 3aBnaHHs. [ eiimidikyBaTn MokHA OyIb-KUH
MPOIIEC — Bl PEKPYTHHTY J0 MPOAAXKY, 1 B OyIab-aKiil rayy3i — Big aBToMo0ineOynyBanus 0 IT. [eiimidi-
Kalliss Mo)ke OyTH CIIpsIMOBaHA Ha 30UIBIICHHS BUAKOCTI BUKOHAHHS 3aBJaHb 1, BIAMOBIIHO, — 3pOCTaHHS
MPOAYKTUBHOCTI. [[ys Oy1b-sIKOT MOCTABICHOT METH € BIANOBIIHUI crioci0 reiimidikaiii. Cepen HalONIM-
peHimmux ii BUAIB — KOMaH/HI Ta iHAWBIIyalbHI KBECTH, PSUTHHTH i JigepOopan, MapadoHH, KOHKYPCH H
TiMOUImATK Tomo. Etam momyky i1 migbopy mepcoHainy Bxke JaBHO mouanu reiimidikysatu B Google,
Unielever, Uber, Marriott, Deloitte Ta iHIIuX koMnaHisx-riranrax [34].

[Tix wac nocmimkenns arexnii TalentLMS y CILIA B 2018 p. Oyno onurtano 400 pecrionaeHTiB (Bi-
KoM 18—69 pokiB), KOXKEH i3 SIKUX MaB JOCBix reiimidikarii Ha pobouoMy Miclli B T0AATKY/IPOrpaMHOMY
3a0e3MeUeHHI, SKMM BOHM PEryJIsIpHO KopHucTyBanucs. byio BuspieHo, mo 80 % mpaiiBHUKIB MO3UTHBHO
CTaBIATHCS JI0 Teimidikaiii Ha poOoTi. BilblIicTh OMUTAHUX BBaXKAarOTh, IO BOHA POOUTH iX MPOIYKTHB-
Hitmmmu (87 %), 3aiiusarimmmMu (84 %) 1 macnuBimmmu (82 %) Ha poboti; 75 % pPecrOHACHTIB 3 BEJIHKOIO
HMOBIPHICTIO TIOTOKYIOTBCS, IO MPANIOBATUMYTh MPOAYKTHBHIIIE, KO iX poboTa cTaHe OimbII irpo-
BO1O; juine 7 % PECIOHACHTIB BKa3aH, 1[0 MOTHBAIEI0 JUIsi BUKOHAHHS HYIHOI'O/CKIIaJHOTO 3aBIaHHS
JUTSI HUX CTaHE YHUKHEHHS “‘mokapanss’ [35].

IT-koMmaHii y BCbOMY CBITI BCE 4YacTillle OpPraHi30BYIOTh TeMaTW4Hi TypHipH Ha KmTanT “The
Hackers’ Night Crazy Snake Edition”, 30uparo4u Benuki KiIbKOCT1 KBajtihikoBaHUX po3poOHUKiIB. Lle mo-
MITHO TIOJIETIIYE poOOTy pekpyrepam. Y kommanii Google 3a jomomMoror pekpyTuHroBoi rpu “Google
Code Jam” miaOip npaiiBHUKIB NEPETBOPIOETHCS Ha TNI00ANBHHUI YEMITIOHAT, B SKOMY BEJIMKA KUIbKICTh
KaHJHJIATIB i3 Pi3HUX KpaiH 3MaraloThCsi MK COOOI0 Y BUPIIICHH] aTOPUTMIYHUX 3aBAaHb 1 3apoOIsIOTh
0anu, a THM YacoM KOMITIaHisi OTPUMY€E MOXKIJIMBICTb BiliOpaTH Kpaiux.

Hagenemo [yt mpukinaay nmpornoHoBaHy METOJUKY Teiimidikarii, ssika Moxke OyTH BIpOBaJKEHA IS
MIJBUIICHHS MOTHBAIIIl TiepcoHany. KepiBHUIITBO MIANMPUEMCTBA MOXKE BIPOBAJAMTU BIPTyalbHY CHCTEMY
JOCSATHEHb Ta OIIHOK i3 OTpUMaHHSAM OaiiB, OclHKiB a00 3HAYKIB 32 BUKOHAHHS ITEBHOTO 3aBJaHHS, BU-
npoOyBaHHS, OJJHOUACHY peasizamito nmeBHUX (QyHkmii. Taki BipTyaibHi BHHATOPO/N 3a MEBHI JOCATHEHHS
He MOoTpeOyI0Th BUTPATH PECypCiB KOMIMAHIi, ajie € CTUMYJIOM IpaIiiBHUKaM BHKOHYBAaTH POOOTY Kpallle,
3100yBaloYr BU3HAHHS, IMiJBHUILYIOTH MOTHBAIIIIO Ta IHTEpEC KOJIEKTHBY. Tak, MEHEIDKepIB, SKi IIyKaIOTh
MOTEHIIHHUX KOHTPAreHTIB, MOKHA OI[IHIOBATH 33 HaJaHHs SKOMOTa MOBHIIIOTO CHHCKY KOHTpAarcHTIB,
BHOIp ONTUMAILHOTO MapTHEPA JUTSA CITIBIpAIli, OTPUMAHHS BiJl HHOI'O BHTIIHOI KOMEPIIHHOI IPOIMO3UIILii,
VKJIAJIaHHS KOHTPAKTY Tomo. MeHemkep, SIKUil BAKOHAB 3aBJaHHS MIBUAKO Ta SIKICHO, OJIEPXKYE HAropomy.
TobTo Oyne 3acTocoBaHa reriMidikallis y 3MarajbHOMY KOHTEKCTI, 110 Hependayae KOHKypeHiliro. CucreM-
HUH aJMiHICTPATOp MOXKE CTBOPHTH ENIEKTPOHHUH PEHTHHT YCHIIIHOCTI, 00 BU3HAYATH MTOKa3HUKU eek-
TUBHOCTI JIISUTBHOCTI MEHEPKEPIiB — HANPHUKIAJ, KUTbKICTh YKIaJeHUX KOHTPAKTIB, 3aMOBJICHMX TOBapiB,
KOHTaKTH 3 HOBUMH KOHTpareHTaMu, KUTbKIiCTh MepeKIIaJICHUX JIOKYMEHTIB, y4acTh y MEperoBopax, JIMCTy-
BaHHS 3 KOHTpareHTaMH, KOHTPOJIb 32 BHKOHAHHSIM 3000B’s3aHb 3a ykiagenumu 3EJI-gorosopamu. Lli
MMOKa3HUKH OYAyTh OI[IHIOBATUCH /1 YaC CKJIaJaHHs PEHTHHIY YCIIIIHOCTI MEHEKEPIB.

Otxe, mo0 3anmo0IirTH AEMOTUBAIIT TPAI[iBHUKIB, TOTPIOHO chopMyBaTH epEKTHBHY CHCTEMY 3 Pi3-
HUX TPYIl METOJIiB MOTUBYBaHHs. BUKOpHCTaHHS BUHSATKOBO METO/IB MaTepiaIbHOT'0 MOTHBYBaHHS HE Ja€
3MOTH MOOLTI3yBaTH TBOPUY aKTHBHICTH MIEPCOHANTY Ha JOCSATHEHHS IIiJIel opraHizaiii.

Ta cucreMy MOTHBYBAaHHS MEPCOHATY HEMOXK/IMBO CTBOPUTH CTAJIOK “pa3 i Hazamkmu”. [i moTpi6HO
peai3oByBaTH 3TiJHO 3 MPUHIUNAMH change management (YIpaBIiHHS 3MiHaMH). 3MIHU CIIOCTEPIrarOTh-
csl y BCIX acleKTax JisTIbHOCTI OpraHizailii, 30KpemMa, CTBOPEHHSI HOBHX a00 pelaryBaHHsI HassBHUX TUTaHIB
KOMIIaHii, HOBa CHTYyallisl HA PHHKY Ipalli, 3aKOHOJIAaBCTBO, YHCEIBHICTh TIEPCOHAITY, HOTO CKIIaJ, YIpOoBa-
JUKEHHSI HOBHX TEXHOJIOTIHM, CHCTEMH SKOCTI Ta OI[IHIOBaHHS I'OTOBOI MPOAYKIii Tomo. OTke, HEOOXIqHO
MOCTIHO BIICTEXYBATH €)EKTHBHICTH CUCTEMH MOTHBYBAaHHS TIEPCOHANY 1 CBOEYACHO ii MOJIEpHI3YBaTH.
JJis 11bOT0 KEPIBHUKY BIIUILUTY YIIPABJIIHHS TIEPCOHATIOM JOMUIBHO, 30KpeMa, aHaIi3yBaTH PiBEHb BMOTHBO-
BaHOCTI MPAaIliBHUKIB, 11100 BUSBIATH Ta aHAJII3yBaTH MOTCHILIHHI MOKIMBOCTI JIJIS MOJAIBIIOTO THYYKOI'O
3aCTOCYBaHHS PI3HUX METOJIIB MOTHBAIIII.

CdopmyBaBim “MOTHBAIIHHY KapTHHY OKPEMOrO MpalliBHUKA, KEPIBHUK MOBUHEH MPUHHATH Bill-
MOBIJIHE YIPABJIIHChKE PIIIEHHS 1010 METOAIB MOTHBYBAHHS JJIs MiJBHUIINCHHS e(EeKTUBHOCTI Horo pobo-
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ti. Li pilieHHss MOXYTh OyTH IMOB’s13aHi 3 MaTepialbHUM MOTHBYBaHHSIM — BHIUIATOIO MpeMili, HaJ0aBoOK
Ta JIOIJIaT, OIUIATOK HaBYaHHS IpalliBHUKA KOMITaHie. Ta i JOCATHEHHS MaKCHMMaJIbHOI €()eKTHBHOCTI
HeoOXi/IHe 3aCTOCYBaHHS MaTepialibHOI i HeMaTepialbHOi MOTHBAIIil TepcoHany. Baxnusuii i ocoducric-
HUH TiIXiJg 10 KOXKHOTO TpalliBHUKA, — MOTPIOHO BPaxoBYBAaTH 1HIMBIIyalbHI OCOOIUBOCTI TIEPCOHAIY,
MICUXOJIOTTYHI Ta MEHTAJIbHI HOTO XapaKTEPUCTHKH.

BusHayeHHsT piBHS BMOTHMBOBAaHOCTI TPAIiBHUKIB Ta aHANI3 BIUIMBY MOTHBAIIHHWX YHMHHUKIB Ha
eeKTUBHICTh IXHBOI pOOOTH MOXKHA PO3TIISIHYTH Ha OCHOBI mporpamuoi cuctemu “M.E.T.” — Motivation
Efficiency Test. Bona po3po0ieHa Ui OI[IHIOBaHHS 32 KPUTEPisIMA MOTHBOBAHOCTI MpAIiBHUKIB Ta iX Ba-
TOMOCTI — BIUTUBY KOJKHOTO KPUTEPIit0 HA PiBeHb ePEeKTHBHOCTI poOOTH MpalliBHUKA. YHHHHUKH MTOIIICHO Ha
MartepiayibHi, colliajbHi Ta ncuxonoriuni. (Baromicts MaTepianbHOrO YMHHUKA HaiOimbia — 0,5, OCKiIbKH
BUOIp poOOTH 3aJIKUTH TIEPeAyciM BiJl PiBHS OMJIATH Mpalli; BarOMICTh IICHXONOTTYHOro YnHHMKA — 0,3; a
coriaibHoro — 0,2, OCKUIBKH il YaC SKOHOMIYHMX KpHW3 3a0€3MEeUeHHS COLIaJbHUX MOTPed 4acTo HE €
nepiioyeproBuM). ITicis poxomKeHHs TeCTYBaHHS CKIaIaloTh 3BIT, 30KpeMa, MOTHBAIlIITHI KAPTUHH KOX-
HOTO TIpalliBHUKA, CPOPMOBAHI Ha OCHOBI aHKETYBAHHS II0JI0 BIUIMBY MOTHUBAIIMHUX YMHHUKIB Ha MiJBH-
nieHHs eheKTUBHOCTI MisUTbHOCTI MpaliBHUKIB. [aii BU3HAYAIOTH MPAIliBHUKIB, MOTHBAIIIO SIKMX KEPIBHUK
TUTaHY€e YIOCKOHATMTH, TOOTO MPUHHATH YIpaBIiHCHKE PIllIEHHS M0JI0 METOAIB MOTHBYBAaHHSI IIMX TIpa-
LIBHUKIB. Y JaHUX PO MpalliBHUKA BiI0OOpaXaroTh: iM’sl Ta MPI3BHIIE; KATEropito, y sKiii BUOpaAaHO MOTH-
BalliliHy moTpely; NmoTpeldy, ska Haibiunple MoTuBye mpamiBHUKa [36]. Lli pimieHHs MOXYTh OyTH TO-
B’s13aH1 1 3 MaTepialbHUM MOTHUBYBAaHHSM (BUILIATa TpeMili, HagOaBOK Ta JOIJIAT, OIJIaTa HaBYaHHS Ipa-
I[IBHUKA KOMIIAHIE0), TaK 1 3 OMUCAHUM BHUIIC HEeMaTepiaIbHUM.

V 3B’s13Ky 3 nanzaemicto koBiny (i3 2020 p.) Ta BiiiHO B YKpaiHi (i3 2022 p.) 3ax01u 3 MIATPHUMKH Ta
MOTHBAIIi] TPAIiBHUKIB 3317151 CTAJIOr0 PO3BUTKY MiAMPUEMCTB HaOYJIM OCOOIMBOI BaYKIMBOCTI. AJDKe JIFO-
JISIM 3aBXKAM CKJIaJHO aanTyBaTHCS 10 3MiH, HE K&Ky4Jd BXKE PO HACTUILKU KapauHaIbHI Ta OO0,

VY 2020 p. OinbIIICTh KOMIAHINA CBITY TepeBeH MPAliBHUKIB HA JAWUCTAHIINHY YU 3MilIaHy Gopmy
poOOTH, 3MIHIIIUCH POOOUI PUTMH, @ BHMOTH JIO OXOPOHH TPaIli iCTOTHO 3POCIIH.

Biitna 3ymMoBMIIa HOBI perioHaibHI 0COOIMBOCTI YKPATHCHKOTO PUHKY Tpalli, BIAIJINB KBaJliikoBa-
HUX KaJIpiB 3a KOPJOH, 3aMOPOYKEHHS ¥ 3MEHIIICHHSI PO3MIPY CEepelHIX 3ap00ITHUX IIaT Y OLIBIIOCTI rairy-
3eii. Pasom i3 TiM 30epircs 1 HaBiTh 3pic piBeHb 3apIuiaT y ¢axisiie cepu TpaHCIOPTY 1 JIOTICTHKH, OyIiB-
HUIITBA ¥ 30yTy. 3a mociimkenHsamu mopramie Rabota.ua i Work.ua, piBenb 3poctanns 3apmiat y 2023 p.
Moxke gocsarta 5—30 % (1o, ogHak, He nepeBuliye piBeHb iHIALT 2022 p. — 30 %). 30kpema, HiABHILCH-
HS IJIaHYIOTh 0sn3bko 60 % poboTomasiiB. Uepes BifiHy OaraTo yKpaiHIIiB 31 CXOAY Ta MIBIHS BUMYIICHO
nepecemNIuCs Ha 3aXifl KpaiHu, o MPHU3BENO J0 MEBHOrO MepeHacHYeHHsS KaJpaMH IbOro periony. Ha
rpynenb 2022 p. Haiibinpiie npono3umiid podotn Oyno y KuiBchkii, JIbBIBCBKIH, JHIMTPOMETPOBCHKIMH,
Opnecobkiit Ta [Bano-@paHKiBCbKil 001acTsaX. Y HEHTpl Ta Ha MiBJHI pUHOK Mpaili Ha moyatok 2023 p. Bij-
HoBuBcs Ha 40 %, a y JIbBiBChKiit o0acti — Ha 90 % [37].

[NoBHOMAacIITAOHE BTOPTHEHHS 3MYCHJIO 0araThoX MpaliBHUKIB YKPaTHCBKUX MiANPHEMCTB BUIXaTH
3a KOpJOH, TepeixaTH B Mexax YKpaiHu, MOKHHYTH MICIle Mpalli 91 MeperTH Ha AMCTAHIIHY/3MIMaHy
¢dopmy pobOotu. BinmopigHO, BUHHUKIM HOBI JOJATKOBI MPOOJIEMH MOTHBYBAaHHsI, IOB’SI3aHI 13 Ba)KKHM
MOpaJIbHUM CTaHOM YKPAiHIIiB, IHCTHHKTOM caM030epeKEHHS Ta CTPaxoM 3a KUTTSI, 370pOB’s 1 JoOpoOyT
ciM’i. HaroMicTh Garato ykpaiHIliB Terep J0AaTKOBO MOTHBYE Te€, IIO BOHU POOJISATH BIACHUI BHECOK Y
MepeMory, HanpuKiIa, KOJdu MiAMPHEMCTBO Bijjae yactuHy npuOyTky s 3CY, mornoMarae KomITamH,
TOBapaMu/TIOCITYTaMH TOIIIO.

3a pe3ynbTaTaMu JIOCTIKEHHS AMEPUKaHCHKOI TOProBenbHOI manatu B Ykpaini Ta Hdenoiit [38],
MOHA/T TIOJIOBHHA ONMTAHUX KEPIBHHKIB MiANPUEMCTB B YkpaiHi (58 %) 3 mouarky BiiHM 3MEHILIIA YHCEITb-
HICTh MpaIliBHUKIB, Ta B 2023 p. mumie 17 % opraHizamiii miaHyiTh ckopodeHHs. [IpuOiu3Ho uBepTh pec-
noHJeHTIB (23 %) meperisimany miaxin go 3MiHHOI BuHaropogu y 2022 p., i maibke monoBuHa (49 %)
IIaHyOTh ii neperisia y 2023 p. He3alekHO Bin mepediry moxiit. 71 % onuTaHuX HaAalOTh JOJATKOBY
JIOTIOMOTY TIpalliBHUKaM (MatepiaibHy: MeandHe crpaxyBaHHs (75 %), rpomoBy gonomory (71 %) i mo-
KPUTTS BUTPAT Ha MOOUIbHMM 3B’s130K (67 %); HeMaTepiaabHy: MCUXOIOrUHy maTpuMKy (75 %), podoTy
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3a THy4KHM Tpadikom (71 %), MOKIHMBICTS HaBYaHHs/epekBamidikarii (46 %). 42 % onuraHux JomoMa-
raroTh MpaliBHUKaM y pa3i nepeboiB i3 eleKTponocTadyaHHsIM).

88 % pecroHCHTIB 3a3HaYMJIM, 10 OUIBIIICTh IX MPAIiBHUKIB TEMEp MPaIfOI0Th TUCTAHIIINHO YH B
ribpunaomy dopmati. Cepell KIIOUOBHX BHKIHUKIB Takoi poOOTH Oyllo BHALICHO TPYIHOIII 3 KOMYHiKa-
miero komann (37 %) Ta yckinaaHeHy aganTtanito HoBaukiB (37 %). OCHOBHI K HaIpPsSMU IiABHILCHHS e)eK-
TUBHOCTI poOOTH B TIOpUAHOMY pEXHMI IepedavaroTh pequ3ain podounx mpomeciB Ta miaxomis (50 %),
YIPOBaKEHHSI BIMOBITHUX TeXHOMOTiH (43 %) Ta HaByaHHs JigepiB (37 %).

KitouoBi BUKIMKM IIOJO YIPABIiHHS IEPCOHANIOM B YKpaiHi ChOrojHi: Oe3meka MpalliBHUKIB
(60 %), 3abe3mneueHHs HemepepBHOCTI pobounx mporeciB (60 %) 1 ICHUXOJOTIYHMIA CTaH TMPAI[iBHUKIB
(55 %), a mpobiemu oIiHIOBaHHS e()EKTUBHOCTI TEpCOHANyY: HEpiBHOMIpHE poOode HaBaHTAXKCHHS
B KoMaHJax (62 %), BCTaHOBIIEHHs 1yiell B yMoBax HeBM3HadeHocTi (50 %) Ta CKIaAHICTB aIMIHICTpY-
BaHHs TniporieciB (44 %). Hatomicte kimodoBumu HR-mpioputeramu Ha 2023 p. € miaTpuMKa Ta A0MOMOra
npamiBaukam (50 %), meperisig 4rcenbHOCTI/opranizaniiinoi crpykrypu (38 %), ympaBiiHHS poOOvYHM
HaBaHTaxeHHsIM (38 %) 1 po3poOieHHs/ajanTalis nporpaM MATPUMKH A00poOyTy npaiiBHUKIB (38 %)
[38].

I'. XKocan i H. Kupuuenko [1] BBakatoTh, 1110 NMpaiBHAKA BHACIIIOK KapaHTUHY Ta BiitHH copmy-
BaJlM HOBI 3pa3Kd MOBEAIHKH, YaCTHHA SKUX MOXYTh CTaTH KOPUCHHMH JUIS KOMITaHil, HATOMICTh iHIII
Hebe3neunuMu. barato npaimiBHUKIB HAOyJTM HOBUX KOPUCHUX KOMIIETCHIIH: MMOYaIH MBHU/IIE OCBOIOBATH
HOBE, HABUIITKCS MTPAIIOBATH BiJJIAJICHO 1 paxyBaTH TPOIILi, BUPIIIyBaTH OLIBIIC 3aBJJaHb 32 MCHIINH Yac.

AHai3y0uu 0COOJMBOCTI CHCTEM MOTHBALIIT MPAIIBHUKIB ITi]1 Yac BiiiHH, Forbes HABOAUTH YCIIIIHI
KeWCH BEIMKHX YKpalHChKMX KoMIaHid. 3okpeMa, kommanis Kuiscrap Oynye HR-ctpaTerito Ha 3BOpOTHO-
My 3B’S3Ky 3 KOMaHJIOO, TIPOBOJUTH OMMTYBaHHS IOAO0 €MOILIMHOTO Ta (hi3MYHOro CTaHy MpaIliBHUKIB,
o0 BH3HAYNTH, HACKUIbKH €(EKTUBHUMH € MPOIIECH, SIK TIOMYBAIOThCS Ta YOTO MOTPEOYIOTh JIFOAX TOLIO.
3a iioro pesynbratamu, 97 % mpaliBHUKIB BKa3ajd, IO 3aI0BOJIEHI MporpaMaMu (hiHAHCOBOI MiATPHUMKH,
96 % — MO3UTHUBHO OLIHWIN IICUXOJOTIUHY MATPUMKY, 97 % — 3a70BOJeHI iH(OPMAIIHHOIO MiATPHUMKOIO.
“Ipuitmite”, “Tliknyiitecs”, “Ilintpumyiite”, “IIponosxyiite”, “IIpamtoiite”, “IlornsHpTe y MalOyTHE” —
e “6I1” Bix “KuiBcrap” mis MoTHBaLil mig yac Biitau [39, 40].

Kommanisi SoftServe B ymoBax BiifHM 3amyctmina cropiaky Knowledge Library na mmardopmi
Workplace, ne 3i6paHo iHCTpYKILii, TJIaHHU, PEKOMEHIaIlli, Ta CKPpUHBKY, KyIH CIIBPOOITHHKH HAJCHIAIOTh
3aluTaHHs, o0y JyBaBIIM KOMYHIKAIIIO, SIKa € KpUTHYHOIO B eKCTpeMalbHUX yMoBax. [lif yac mosiTpsi-
HUX TPHUBOT a00 BIJICYTHOCTI €NEKTPOCHEeprii MpaliBHUKA MOXYTh CKOPHUCTATHUCh OIUladyBaHWM Emer-
gency Leave (TepMiHoBa BifcyTHicTh). s criBpoOITHUKIB, SIKi 3aXUINAIOTH KpaiHy, SoftServe 3amposa-
mta Military Leave (BiiicbkoBy Bimnyctky) ta Territorial Defense Leave (BiamycTKy ajisi 4iI€HIB TEPHUTO-
pianbHOI 000poHu) [40].

YkpaiHchka TipHHY0I00yBHA IpyIia 3alpoBaania HOBI BUIU IPEMiil 11 mpaliBHUKIB. 3aMICTh (ak-
TUYHOI 3apryaty 3a¢ikCyBald TIAHOBY, MO0 HE CTBOPIOBATH 1€ OJHOTO MPUBOILY JJIS cTpecy. BBeneHo
JI0ZIATKOB1 TIpeMii: 3a ToOpOBUTEHY POOOTY IiJ] 4ac TPHUBOT MPAIIBHUKIB, SIKi MITPUMYIOTh Oe3lepepBHHM
TEXHOJIOTTYHHIA TIpoliec; 32 poOOTy Ha TEPHUTOpii, e HEMAaE aKTHBHUX OOHOBHX JIiif, aJie € TIeBHA HANPYTa;
pOOITHUKAM, SIKi MPAIIOIOTH 3aMICTh BiJICYTHHOTO KOJIETH Y TIepio]] BOEHHUX JIiif; OJHOPA30BY MPEMii0 BO-
smoHTepaM Toio [40].

Tobto ykpaiHchkoMy Oi3HECy BAA€ThCS MOTPOXH aJanTyBaTHUCh 0 CYYAaCHHX KPH30BUX peaniil. B
TaKW{ Yac CHCTEMH MOTHBAIIil TOBHHHI OYTH 0COOJIMBO THYYKUMHU H CIPSMOBaHMMU TIEpelyCiM Ha PEe3HITi-
€HTHICTH (TICHXOJIOTIYHY OIMIPHICT) MepcoHany. AJDKe pamioHabHICTh 1 eEeKTUBHICTD YIIPaBIIIHHS Tep-
COHAJIOM B YMOBaX BiifHM BIIXOAWTH Ha JIPYTUH IUIaH MOPIBHSHO 3 HOro 30epekeHHsM/yTpruMaHHsM. He-
00XiZIHO sikoMora Oinblle KOMYHIKYBATH 3 MpalliBHUKaMH B Oe3neuHii atMocepi, Hallkpalle caM Ha caM
YM B HEBEIHMKHX TpyIax, HAMaraTHCh MOYYTH iX — 3pO3yMITH BepOasbHi i HeBepOalbHI TOBIIOMIICHHS,
Mi0aIbOPIOBATH, TIOSICHIOBATH METY i 3MICT IX poOOTH, 8 TAKOK MOPAJIFHO MiITPUMYBATH.
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BuchHoku

VY cydacHUX KpH30BUX yMOBax (YHKIIOHYBaHHS MIINPUEMCTB €(pEKTHBHICTh CHCTEM MOTHBAIIil
MPAIiBHUKIB NPSIMO BIUTHBA€E Ha YHCENBHICTh BUCOKOKBaTi(piKOBAaHOTO TMepcoHany, GOpMyBaHHS CIPHUST-
JUBOTO MOPAJIbHO-TICUXOJIOTTYHOTO KIIIMaTy B KOJEKTHBI, SKiCTh Ta BUACHICTH BUKOHAHHS BCIX pOOIT Ta
3aBJaHb 1, BIAINOBIAHO, 3arajbHi pe3yiabTaTH HisibHOCTI. OCHOBHAa MeTa €(pEKTHMBHOIO MOTHBYBaHHS —
MaKCHMaJjbHa BiJJiaya BiJi BAKOPUCTAHHS JIFOJCHKUX PECYpPCIB OpraHizallii, 10 CIPHUSE MiJBUIICHHIO PO-
JQYKTUBHOCTI TIEPCOHAIY Ta 3arajioM MpUOYTKOBOCTI I IIPUEMCTBA.

Jyis BU3HAYEHHS MPOOJieM MiJBMINEHHS MOTHBAIIIl MPAI[iBHUKIB JOCTIPKEHO YNHHUKA U MPUYUHU
BMHUKHEHHs JIeMmoTHuBaillii. [Toka3zaHo, 10 BOHU MOXKYTh OyTH CIpHUYMHEHI Hee(EKTHBHOIO OI[IHKOIO ITO-
TpeO 1 pe3ysIbTaTiB poOOTH MEPCOHAIY, HEIOCTATHIM BUKOPHCTAHHSAM METO/IIB MaTePiajIbHOI'0 1 MOpaIbHO-
ro MOTHBYBaHH. 3a pe3yJabTaTaMH MPOBEIECHOr0 OMUTYBaHHs BU3HAYEHO TaKi KIFOYOBI JIEMOTHBYBAIbHI
(akTopu: HecIpaBeIIMBa BHHATOPO/IA, BiZICYTHICTh BU3HAHHS Ta CEHCY B ITOCTaBJICHUX 3aBIaHHSIX.

KoncraToBaHo, 10 METOIU YIPABIiHHS MEPCOHAIOM Ha YKpaiHCHKHX MiIIMPUEMCTBAX MOTPEOYIOTH
ajanTaiii J0CcBiAy 3apyObkHUMX (ipM. 30Kpema, JeTaJbHO IPOaHaII30BaHO METO[ TeiiMmidikarii, mo mia-
BUIIYyE TpodeciiHy CaMOOIIHKY TpaIliBHUKA, 3aJJ0BOJICHICTh MpPAICio, BiIUYTTS BaKIMBOCTI BUKOHAHOI
pobotH, yernimHocTi, popmye GakaHHS MPaItoBaTH OUTbIIE 1 Kpalle.

Jnst BAOCKOHAJICHHST CUCTEMH MOTHBAIl MPAIiBHUKIB 3allPOIIOHOBAHO METOJMKY MOHITOPHHTY i
reiimidikarnii. Kopucrytournchk Helo, KepiBHUK 3MOXKE BIICTEKYBATH MOTHBaMilHI (akTopy BIUIMBY Ha
MPOAYKTHBHICTH OKPEMOT0 IpalliBHUKA Ta BAAUTY 3arajoM. B pe3yibTari hopMyrOTh MOTHBAIIIHY Kap-
THHY KOXKHOTO TpalliBHAKAa Ta BH3HAYalOTh 33/I0BOJICHI i He3aJ0BOJIEHI HOro moTpedu it CTBOpPEHHS
eekTUBHOI cHcTeMH K MaTepialibHOI, TaK 1 HeMaTepiaabHOI MOTHBAILI.

[TokazaHo, 110 y 3B’513Ky 3 maHaeMiero kopiny (i3 2020 p.) Ta BifiHow B YkpaiHi (i3 2022 p.) mpobiie-
MU TIJBHIICHHS MOTHBAIii MPAI[iBHUKIB OCOOIMBO 3arOCTPUIMCHh 1 BUHUKIM HOBI, TOB’S3aHI 3 BaKKUM
MOpaJIbHUM CTaHOM YKPAaiHIIiB, IHCTHHKTOM caM030epeKeHHS Ta CTPaxoM 3a JKUTTsI, 3710pOB’s 1 JoOpoOyT
ciM’i. BiliHa cripuunHMIa aucbanaHc Ha YKpalHCBKOMY PHHKY Ipalli, BIIUIMB KBami(ikoBaHUX KaJpiB 3a
KOPJIOH, 3aMOPOXKEHHS i 3MEHIIICHHS PO3MIPY CepeHiX 3apo0iTHUX IJIaT y OUTBIIOCTI ramy3ei. Binmosia-
HO, KJTFOUOB1 BUKIIMKH I0JI0 YIIPABIIIHHS IMEPCOHANIOM B YKpaiHi ChOrojiHi: Oe3reka MmpaiiBHUKIB, 3a0e3me-
YEeHHS HEIEPEPBHOCT] pOOOYMX IMPOIECIB 1 IICUXOIOTIYHHMIA CTaH MpalliBHUKIB, a ocHOBHI HR-npioputern:
MiATPUMKa Ta JIOTIOMOra MpaliBHUKAM, MEpPEerisil YHCeIbHOCTI/OpraHi3aliiHol CTPYKTYpH, YIpPaBIiHHSI
poOOYMM HaBaHTa)XXCHHSM 1 po3poOieHHs/afanTallis mporpaM MATPUMKH T0OpoOyTy mMpamiBHUKIB. Ha
KoHKpeTHuX npukianax (Kuiscras, SoftServe, Ykpainceka rippndono0yBHa rpymia) moka3aHo, o yKpail-
CbKOMY Oi3HECy BIA€ThCS aJIalITOBYBATUCH J0 CYYaCHUX KPH30BUX pealii, a 6araTo mpamiBHUKIB HaOYIH
HOBHX KOPHCHHMX KOMIIETEHI[IH. BimoBiIHO peKOMEHI0BaHO POOUTH CUCTEMH MOTHUBAILIIi OCOOJIMBO IHYY-
KHMH ¥ CIPSIMOBaHMMH HacamIiepe]] Ha Pe3rTIEHTHICTh (IICHXOJIOTIYHY OIMIPHICTD) IEPCOHAITY.

3araioM, TiATBEP/XKEHO TIMOTE3y MO0 BUHUKHEHHS MPOOJIeM MOTHBYBAaHHS NpAIliBHUKIB YKpaiH-
CHKHMX MIATNPUEMCTB Ta 3HIDKEHHS PiBHS eEKTHBHOCTI iXHBOT poOOTH BHACHIZOK NEMOTHBAIlii, 30KpemMa
Yyepe3 HACTIKH MaHAeMil KOpoHaBipycy Ta BIICHKOBOI arpecii mpoTu Y KpaiHu.
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Purpose. Effective personnel management is one of the most important tasks of a modern enterprise. In
recent years, methods of motivation in the world have undergone significant changes due to the impact of the
covid pandemic and military aggression against Ukraine. Many companies were not prepared for the need to
suddenly change approaches to personnel management due to new realities. The purpose of the study is to
analyze the problems of increasing employee motivation and measures to solve them in conditions of pandemic
and military invasion into Ukraine.

Design/methodology/approach. The study tested the hypothesis regarding the emergence of problems
motivating employees of Ukrainian enterprises and a decrease in the level of their work efficiency due to
demotivation, in particular due to the consequences of the coronavirus pandemic and military aggression
against Ukraine. The results of our own survey of Lviv employees, as well as successful examples of
motivating employees in the world and in Ukraine, in particular in the conditions of a pandemic and military
invasion, from open sources of information are presented.

The following research methods are used: analysis, synthesis, generalization, analogy, comparison,
systematization, graphical methods of data display.

Findings. The factors and causes of demotivation were investigated. According to the results of our
survey, the following most important demotivating factors were determined: unfair remuneration, lack of
recognition and lack of meaning in the assigned tasks.

The gamification method, which increases the employee's professional self-esteem, job satisfaction, a
sense of the importance of the work performed, success, and creates a desire to work harder and better, is
analyzed in detail. To improve the employee motivation system, a monitoring and gamification technique was
proposed. With the help of it it is possible to monitor the motivational factors influencing the productivity of an
individual employee and the department as a whole. As a result, the motivational picture of each employee is
formed and his satisfied and unsatisfied needs are determined in order to create an effective system of both
material and non-material motivation.

It is shown that in connection with the Covid pandemic (since 2020) and the war in Ukraine (since
2022), existing problems of increasing employee motivation became particularly acute and new ones emerged.
The war led to new regional features of the Ukrainian labor market, the outflow of qualified personnel abroad,
the freezing and reduction of average wages in most industries. At the same time, concrete examples showed
that Ukrainian business is able to adapt to modern crisis realities and many employees even acquired new
useful competencies. Accordingly, it is recommended to make the motivation systems particularly flexible and
aimed primarily at the resilience (psychological resistance) of the staff: communicate with employees as much
as possible in a safe atmosphere, try to hear them — understand verbal and non-verbal messages, encourage and
explain the purpose and content of their work.

Practical implications. The hypothesis regarding the emergence of problems motivating employees of
Ukrainian enterprises and a decrease in the level of their work efficiency due to demotivation, in particular due
to the consequences of the coronavirus pandemic and military aggression against Ukraine, was confirmed.

Originality/value. According to the results of the survey, the following most important demotivating
factors were determined: unfair remuneration, lack of recognition and lack of meaning in the assigned tasks.
The negative impact of the coronavirus pandemic and military aggression against Ukraine on the motivation of
employees is analyzed, and recommendations and successful cases for overcoming it are given.

Key words: personnel management; motive; motivation; motivation; demotivation; gamification;
coronavirus pandemic; military invasion.
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