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Ishchuk, O. V. Deeva, T. V. Directed motivation as a factor influencing the efficiency of
organizational staff’s activities. The article defines the theoretical foundations of personnel motivation at the
enterprise, presented definition of the term «directed motivation». The result of the study is an analysis of
existing systems of motivation and their implementation in the realities of the Ukrainian economy. Presented an
analytical study of existing systems directed motivation as a factor of influence the efficiency of activities staff of
Ukrainian enterprises in a dynamic change. The conclusion with regard to modern enterprises and complex
motivation measures on increasing the efficiency of labor, considering the peculiarities of many factors, which
today affect every person in our country.
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Huwyk O. B., /leesa T. B. Hanpagnennaa momugauyus Kak axmop enuanus Ha hghexkmuenocmo
O0eAmenbHOCIU NnepcoHana npeonpuamus. B cmamve onpedenenvi meopemuyeckue OCHOBbL MOMUBAYUU
NepcoHana Ha Npeonpusmuu, HpPeoCmasieHo OnpedeneHue NOHAMUSL  «HANPAGICHHAS  MOMUBAYUSLY.
Peszynbmamom uccnedosanus 1818emcst AHAAU3Z CYUECMEYIOWUX CUCTEeM MOMUSAYUY Mmpyod U UX RPUMEHeHUEe 6
peanusx YKpaunckou skomomuxu. I[Ilpedcmaeneno anarumuueckoe uccre0o8anue Cywecmeayrouux cucmem
HAnpasienHol MOmueayuy Kax haxmopa eiusnus Ha 3QhexmusHocms 0esmenbHoCmu NePCoHANa YKPAUHCKUX
npeonpuamuil 8 OuHamuyeckom usmerenuu. Coenan 6618600 O COBPEMEHHBIX NPEONPUAMUAX U KOMNLEKCHbIX
MOMUBAYUOHHBIX MEPONPUAMUAX OJisl NOGBIULEHUSL IPHEKMUSHOCTIY MPYOA C YUemOM 0COOEHHOCTel MHOSUX
Gaxmopos, Komopule ce200Hs GAULIOM HA KAAHCA020 YeN08eKd 68 Haulell CImpaHe.

Knrouesvie cnosa: manpasiennas Momueayus, 6GIusHue, MOMUBAYUS, NEPCOHAN, NPeOnpusimue,
opeanu3ayust, pPyKkogoocmeo, d(pekmueHocms, CIuMyIuposanue.

Problem statement. Today, the personnel of Ukrainian enterprises are under the close
observation of practitioners, HR managers, as well as researchers, theorists and practically oriented
representatives of many scientific fields. One of the topical issues facing managers, executives and top
management of Ukrainian and world organizations is the issue of improving the efficiency of
employees of enterprises. There is no doubt that competent staff motivation contributes to improving
the quality of staff and its relation to the organization as a whole. Consequently, we consider the actual
direction for the modern organizational psychology of the study of directed motivation as a factor
affecting the effectiveness of the personnel of the enterprise.

We believe that the directed motivation of the personnel at the enterprise is an excellent means
for obtaining the maximum profit of the organization at the expense of selfless work, effective and
economical use of resources (both material and non-material), disclosure of personnel potential, etc.

Analysis of recent research and publications shows that the problem of motivation was
engaged by representatives of many sciences, but thoroughly psychology of motivation of the
personnel was studied by such foreign researchers as F. Hertzberg [17], D. McGregor [19], D.
McClelland [18], A. Maslow [13] etc. and Ukrainian researchers as D. Bohynya [3], S. Bondarenko
[4], V. Gorban [5], O. Kovalenko [9], A. Kolot [11], S. Sardak [15], M. Semikina [3] and others.

It should be noted that during the history of the study of the psychology of motivation as such,
almost every scientist touched on this issue. At the same time, the theory of motivation for enterprise
workers has been actively developed since the XX-th century, although most motives, incentives and
needs have long been known. At the present time, there are several different, but sufficiently
substantiated motivation theories, which can be divided into three groups: primary (based on the
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historical experience of human behavior in the process of labor); meaningful (reflecting the content of
needs) and procedural (studying the reward process) [8].

The purpose of the article is the analysis of the phenomenon of «motivation», «directed
motivation» and research of directed motivation as a factor of influence on the efficiency of the
personnel of the organization.

Presentation of the main material and research results. Usually, motivation is defined as a
set of motives, incentives [8] or internal and external factors [5], or as a process of inducing a person
to certain actions [9]. But we consider that the current use of motivational programs has long become
something more than just motivation. Therefore, we propose a new wording that, in our opinion,
reflects the essence of actual needs and requests for staff motivation professionals.

So, the directed motivation — is procedural system of incentive measures, which leads to the
necessary and predetermined behavior of the employee. That is, the directed motivation is not an
inductive process, which can either lead to an employee's efficiency improvement or not, depending on
objective and subjective circumstances. Directed motivation has a clearly defined image of the future
desired result and builds a system of measures that any employee induces to exact behavior.

Now, enterprises have a number of unresolved problems in stimulating effective work of
personnel. We draw attention to the fact that more and more foreign investors come to Ukraine, who
introduce their notions of production processes, results of labor and achievement of the goal of labor —
making a profit and social security for employees. Nowadays, for the majority of enterprises and
organizations, a huge role plays the formation of new mechanisms of management, market oriented
economy, and the saving parameters of production processes in rapidly changing external and internal
environments [8]. For this purpose, it is necessary to form an effective system of personnel motivation,
which corresponds to market conditions of management, and thereby ensure the successful operation
and development of enterprises and the whole economy of the country.

To achieve the goal, we used the following methods: the secondary data analysis; the modified
questionnaire «Analysis of Motivational Factors», made on the basis of two questionnaires to
determine the existing structure of motivation and desirable for employees of the enterprise
«Questionnaire for the analysis of motivational factors and needs» [1] and «Questionnaire for studying
incentives» [2]; methods of mathematical processing of data with their subsequent qualitative
interpretation and meaningful generalization.

First stage of the study, method: secondary data analysis

In the beginning, we will consider existing systems of directed motivation as a factor of
influence on the effectiveness of the activities of Ukrainian enterprises using the method of secondary
data analysis, namely data from empirical studies carried out by various agencies [7; 10; 12; 14; 17]
and published in Internet sources and scientific printed editions. So, we offer a dynamic picture of the
development of motivational programs starting in 2006 and ending with 2018 among Ukrainian
entrepreneurs.

Among the large enterprises of Ukraine in 2006, was conducted a research "Staff motivation
schemes used by the companies working in Ukraine", about 1500 people from more than 420
enterprises took part in the research. It was found that the regarding to material motivation of
employees, the following indicators are valid: 90% of bosses use rewards and bonuses as a major
incentive to influence the effectiveness of their staff, the second place was the increase of wages —
81% and mobile communication payment — is also 81%. The third place among the material incentives
was loans — 74%, well, and in the last place — health insurance and company shares sales — by 13%.
Intermediate positions were: payment for petrol (58%), payment for driveway or official car (55%),
free meals (52%) etc. [10]. Among non-material motivation methods, it was found that 90% of
entrepreneurs used corporate events as motivation, 84% believed that studying in trainings, verbal
gratitude and friendly climate are motivating in the workplace, 81% of employers — feedback from the
chief, 77% — career growth, and the last place was 23% — written gratitude. Intermediate positions
occupied such answers as — involvement in decision-making (74%), gifts for birthdays and other
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playdays (65%), extra vacations (58%), tour packages, relaxation and flexible working hours (36%),
payment for the second higher education (29%), etc. [10].

We can say that in 2012 the situation with the use of motivational programs has changed
cardinally, according to the results of the staff interviews about 200 enterprises of Ukraine, and now
the first step in the directed motivation is headed by health insurance — 81%, further — partial
compensation of the insurance policy for employees and members of their families — 62%, change of
working schedule — 62% and the final in the ranking of the top three is the organization of nutrition in
the office — 53%. The last place was the rate of support for children of employees — 20%, 1.e. to help
rest in a children's camp or sanatorium, providing fun leisure for children, etc. Intermediate steps were
the following: celebrating family holidays (45%), payment for a family doctor to employees (41%),
compensation for attending gyms and sports sections (37%), money on a hobby (31%), domestic
affairs in the office (22%), etc. [11].

In 2013, the company Work.ua, conducted a debriefing among users of this resource, exactly
500 respondents and found that 67% of Ukrainians consider money incentives as the best way to
motivate them. With a significant gap, the second place was free education and training, for which 9%
of respondents gave their votes. 7% of respondents appreciate the gratitude and recognition results of
their work from the management. The last place was an extra weekend — only 3% of respondents
consider this as a motivating factor. Intermediate responses related to personal gifts from the company
(6%), fines and punishment (5%), corporate events (4%), etc. [14]. But we would like to accent that
this survey concerned exclusively the opinions of respondents, who took part in a study quantity by
500 people, but not motivation systems that are actually implemented at the enterprise. So, these
results represent the picture if would like ordinary Ukrainians to see directed motivation and what, in
their opinion, would have an impact on the effectiveness of the staff at the enterprise.

Another HR portal HeadHunter Ukraine in 2016 conducted its own research under the name
«What inspire Ukrainians to work’s feats. Motivation of the staff» [12] and the results of the survey
show that in the first place — additional income — 70% respondents claiming that the main motivation
is the increase of salary, bonuses and rewards. The main motivation for the 43% are interesting job
tasks, and for 39% — the possibility of career growth in the company. In the last place among the
motivating factors was the phenomenon as the corporate social responsibility of the enterprise — 6% of
respondents. Intermediate responses pointed to a good collectivity, a good team, understanding by
colleagues (29%), appreciation and recognition of the work (28% of respondents compared with 2013,
when this factor was among the top three), flexible working schedule (27% compared to 2006, when
this factor had 36%), company values (9%), etc. [12].

A study in 2017 conducted by Work Service, portals Rabota.ua and LinkedIn shows that 47%
of enterprises who participated in the survey are believe that personal approval from the manager
motivates their employees, another 45% of enterprises use discounts on products and services of the
company as motivation and 38% — trust on corporate events as an incentive for a more effective work.
In the last place, with a score of 20%, turned out to be competitions and games were the motivating
events. Intermediate variants of components of motivational systems included the following versions:
public gratitude to the employee (36%), courses, trainings, personal coaches (33%), regular
information on the current situation in the company and participating in important meetings, the ability
to influence management decisions (27%), etc. [16].

From February to March 2018, research was conducted in the format of an online survey by a
recruiting company HAY'S, where was attended by representatives of international companies with a
total of 3114 specialists and 486 employers. It was possible to identify the main material and non-
material factors of motivation. So, let's start with the material factors — the first place takes up a
monetary reward — 93% respondents, the second place - bonuses for the goals met — 66%, and in the
third place — 59% — health insurance. In the last place (20%) there was such a motivational factor as
the improvement of the technical equipment of the workplace (computers, additional gadgets, etc.).
Other answers to material motivational factors are as follows: compensation for additional professional
training or language courses (40%), providing car or compensation for transport costs (32%),
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compensation for food or organizing free meals at work (31%), individual rewards for work
experience, for achievement, for loyalty, etc. (30%), partial or full compensation of fitness, swimming
pool or other sporting activities (29%), extra weekends with obligatory payment (24%), etc. [7].

What about for non-material factors of motivation of employees, it is fundamental for 63% of
respondents have a professional development, 60% motivate the personality of the chief, and 56% are
inspired by the opportunity to carry out diverse and interesting work tasks. The last thing people
appreciate as a motivator is an open and friendly corporate culture — 42%. Also among the variants
were the possibility of career growth (55%), competent and efficient management of the company
(55%), flexible working schedule (54%), observance Work&Life Balance (49%), freedom in
expressing opinions and suggestions (46%), the opportunity to work from home (43%), etc. [7].

So, summarizing the results of the first stage of the study, we can ascertain that the material
motivation of employees was and remains the most important stimulus factor for increasing the
efficiency of the personnel of Ukrainian enterprises.

Second stage of the study, method: the questionnaire «Analysis of Motivational Factors»

It was interesting for us to conduct our own research to find out the state of the problem and in
the future to be able to develop an effective program of directed staff motivation. So, in 2018, we
conducted a psychological study using the questionnaire «Analysis of Motivational Factors», made on
the basis of two questionnaires to determine the existing structure of motivation and desirable for
employees of the enterprise «Questionnaire for the analysis of motivational factors and needs» [1] and
«Questionnaire for studying incentives» [2]. The respondents were 63 employees at a private
enterprise in Zaporizhzhya, Ukraine. And it's interesting that almost all employees of the organization
understand the motivation like cash rewards, which confirms the results of our first analytical study.
The most important motivating factor is the level of salary (84%), second place share opportunities for
professional growth (52%) and interesting work, diverse and non-standard work tasks (52%), in the
third place — the possibility of self-actualization (36%). Therefore, among the three dominant operating
motivational factors, there is also no material. In last place the best incentives to work there were loans
— 12%. Among other variant of incentives, there were additional payments for work experience at the
company (35%), additional training (courses, trainings, seminars, education) (35%), corporate events
(tickets to theaters, cinemas, concerts, trips to nature, excursions, including to other cities) and getting
a subscription to a gym or swimming pool (32%), free or partial payment of travel tour (28%),
payment road for to work place (pass, car maintenance) (26%), free (at the expense of the enterprise)
dinners (16%), etc. [6, p. 66].

The second stage of our empirical study has confirmed that the main is the material incentive of
staff in improving its effective activity in the enterprise.

Conclusions and perspectives of further research. It is important determine that for
enterprises in Ukraine it is necessary to carry out complex measures to motivate increase of labor
efficiency taking into account the peculiarities of the economic situation, the military actions,
inflationary processes, social environment and other factors, which today have an impact on every
person in our country.

The system of directed motivation should be focused on the final result, have a fair character
and be simple and understandable for each employee. To achieve the best result of the enterprise,
different types of motivation should be used together. It should remember that there is an individual
motivation for individual workers, who deserve it and at the same time in a particular organization
may not be determined once and for all a set of incentives, but there will be a system of directed
motivation.

From the data presented in the article we see, that salary expectations of the staff grow, and
employers, unfortunately, not ready to correspond them. The material motivation for today prevails in
the desires and expectations of employees of organizations, but if it isn’t possible to increase the bonus
or salary, use not by material ways of motivation, such as the persuasion of employees that they are not
indifferent to the company, each person is important for management, declare gratitude, publicly
congratulate the best workers and let subalterns influence into strategic decisions, if that's important
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for them. Prospects for further research we see the development of a program of directed motivation
and diagnostics of its influence on the efficiency of the staff of the enterprise.
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Twyxk O. B., /lceea T. B. Cnpamosana momusayin AK YUHHUK 6NAUEY HA eleKMUBHICMb OiAIbHOCH
nepconany nionpuemcmea. Co0200Hi 051 YKPAIHCOKUX NIONPUEMCING € AKMYANbHUM NUMAHHA NiOGUUEHHS
eghexmuernocmi OiANbHOCMI C80IX cnispoOIMHUKIG. Eexmueni MOmueayitini npoepamu cRpusioms RiOSUUEHHIO
aKocmi pobomu NPAyiGHUKIE Ma IXHbO20 CMABACHHS K 00 npayi, max i 00 opeanizayii ¢ yinomy. Omoice, 6
cmammi po32IsHYMO AKMYyaTbHUNL HARPSIM OP2aHi3ayitiHol NCuxonocii, a came OO0CHOHNCEHHS CNPIMOBAHOL
MOMUBAYIi AK YUHHUK GNIAUBY HA eheKMUBHICIYb OIsLTbHOCE NEPCOHATY NIONPUEMCEA.

Cnpsimosana momueayis NepcoHany Ha RIONPUEMCBE € 3acoO0M, WO 3ab6e3neuye OmpUMAHHS
MAKCUMATIbHO2O APUOYMKY Opeanizayii 3a paxyHoK camogiooanoi npayi, epekmusHo20 ma eKOHOMIYHO20
BUKOPUCMAHHS PeCypCi8 (AK MAamepiaibHux, maxK i HemMamepiaivbHux), po3Kpumms Kaopo8o2o0 NOMEHYidLy
mowo. Busnaueno, wo cnpsamosana momusayis — ye NPoOYECYaAlbHA CUCHEMA CHUMYIIOIOYUX 3aX0018, WO
npusooums 00 Heobxionoi ma 3a3dane2iov 8U3HAUEHOI NOBEOIHKU NPAYIBHUKA.

Ipoananizosano icuyroui cucmemu CHNpAMOBAHOI MOMUBAYIl AK YUHHUKA GNAUBY HA eeKmUSHICMb
OisIbHOCMI NEPCoHany YKpaiHcvkux nionpuemcema 6 ounamiyi 6io 2006 poxy 0o 2018 poxky. Ilpeocmagneno
HAUBANCIUGIUT MAMEPIAIbHI MA Hemamepianvhi hakxmopu Momueayii, wo 6nposad’ceHo 6 Op2aHi3ayisx
Yrkpainu, ceped saxux npemii ma Oonycu, niosuwenns 3apobimuoi niamu, MeouyHe CMPAX)BAHHS
CniBpOOIMHUKIB, KOPNOPAMUGHI C8aMd, HABYAHHA HA MPEHIHeax, YCHI NOOAKU, OPYICHIU KiimMam, yikasa
poboma, pizHONAAHOGI Ti HecmanOapmui podoui 3a0a4i, opeanizayis Xapuysants 6 ogici ma baeamo iHUWO20.
Bucsimneno pezynomamu 61acto2o 00CioNCcenHs, Wo niOmeepo’CYIomsb pe3yabmamu nonepeorix 00Caiodlcenn,
noyunaroyu 3 2006 pokxy.

Knrouoei cnosa: cnpsimosana momugayis, 6nius, MOmMuayis, nepcora, NiONPUEMCME0, OpeaHizayisi,
KepisHUYmaeo, epeKmusHiCmo, CIMUMYTIOB8AHHSL.
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JI. M. Kapamyuika, O. 1. [Tapmak

_ OLIHKA ITPAHIBHUKAMH KOMEPIIMHNUX OPT AHI3AIIIA POJII TPOLIEA ¥
IXZKUTTEAIANBHOCTI: 3B°530K I3 COLIAJIBHO-IEMOI'PA®IYHUMHU TA
OPTAHIBAIIMHO-ITPO®ECIMHUMU XAPAKTEPUCTUKAMM ITPALIIBHUKIB

Kapamywrka JI. M., Hapwaxk O. 1. Ouinka npayieHukamu KOMEPUInHUX opeanizayin poai zpowei y
ix orcummeodianvnocmi: 36’°A30K i3 couianvHo-0emozpagiunumu  ma  opanizayiiino-npogecinnumu
XapaKmepucmuxkamu npayieHukie. Y cmammi HA OCHOBI eMRIPUYHO20 OOCTIONCEHHS. NPOAHANI308AHO
0CobIUBOCTII OYIHKU NPAYIBHUKAMU KOMEPYIUHUX OpeaHi3ayiil poui epowel y ixX HcummeoisiibHOCmi, GUSEIEHO
neeui oucnponopyii 8 oyinyi. 1Ipoananizo8ano 368 130K MidC OYIHKOW NPAYIBHUKAMU KOMEPYIIHUX OpeaHi3ayil
poai epoutell y ix HcUmmeiIbHOCI Ma COYianrbHO-0eMocpapiuHUMU XApAKMePUCUKAMU NPAYIBHUKIE (BIK,
cimeunull cman, Hasewicms Oimetl, cmams). JOCHIONHCEHO 38 30K MIdIC OYIHKON NEPCOHANOM KOMEPYIUHUX
opeanizayiv poni zpouied y ix JCUMmEOIANbHOCI Ma OpPeaHi3ayitiHo20-nPpo@ecitinumMy XapaKxmepucmuKamu
npayieHuKie (pigenv 0ceimu, 3a2aibHull Mpyoosuil cmanic, Cmadjic pobomu 8 KomMnauii, nocada 6 opeauizayii).
Busnaueno nusky easxciusux Hanpamkie onmumizayii cmaeienHs 00 epoutell Y NpayieHUKié KoMepyitiHux
opeanizayitl.

Knrouosi cnosa: xomepyiiini opeanizayii; npayieHUKU KOMepYIHUX Op2aHizayiti, oyiHKa npayieHUKamu
KOMEPYIUHUX OpeaHizayii poni epowiell y iX HCummeoisiibHOCmi; COYIanibHO-0eMO2PaAPDIUH XapaKmepucmuKu
NPAYi6HUKIE, OPeaHi3ayiiHo-NPOGeCitini XapaKmepucmuKky nPayieHUKIe, HaANPSIMKY ONMUMIZ3AYIl CMasients 00
epouleti nepCcoHany KOMEpYIHUX Op2aHi3ayitl.

Kapamywixa JI. H., Ilapwmax A. H. Ouenka paoomHuKkamu KoMmep4ecKux op2aHu3ayuil poiu oexez
6 UX  JICUBHEOeAMENbHOCMU: C6A3b C  COUUANbHO-0eMozZpauuecKumu U  OpP2aHU3AUUOHHO-
npogheccuonanvnvimu  xapakmepucmuxamu padomHuKos. B cmambe Ha OCHO8E OIMAUPULECKO20
UCCIe008aHUA NPOAHAIUSUPOBAHBL OCOOEHHOCMU OYEeHKU DPADOMHUKAMU KOMMEPUECKUX Op2aHu3ayuil poiu
OeHez 8 UX HCU3HeOeamelbHOCMU, 8blA6IeHbl ONpedeNeHHble OUCNPOnopyUlY 8 oyenke. IIpoananuzuposana césasw
MedHcOy OYEeHKOU pabOMHUKAMU KOMMEPUYECKUX OpeaHu3ayutl ponu OeHe2 8 UX IHCUSHeOesMeNbHOCMU U
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