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The article considers characteristic of staff stimulation at the enterprises of Poland and Ukraine. Investigation main
constituents and terms of forming of the effective stimulate system. Justified objective necessity of introducing foreign experi-
ence stimulation staff at enterprises of Ukraine, which will be provide efficient job the whole of enterprises.
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Problem setting. In the activity of any enterprise staff stimulation plays a huge role, as to
the motivation of an employee to perform its work effectively and efficiently. This work will
cover the cost of the employer to organize economic activity, labor and get some profit. But
profits are not used only for the needs of the employer, and goes to the payment of taxes to
the budget, the expansion of activities, etc. Thus, staff stimulation plays an important role for
the whole economy. This system of stimulation that is used on domestic enterprises should be
built first and foremost on the interests of workers, because create it for them.

Analysis of recent publications. The significance of the problem of motivation of profes-
sional activity defined scope and intensity of the theoretical and practical research in man-
agement, where great attention was paid to the study of nature motifs, patterns of motivational
sphere of personality, motivation connection with the results of the company and so on. The
problem of stimulating labour abroad and in Ukraine has been studied by many researchers
and scientists. In particular, these aspects have been reflected in the works of 1. Demko,
N. Kabushkyn, A. Kolot, I. Kulinich, A. Szegdy, R. Shackleton. The works of these scholars
laid the methodological foundation for understanding the motivations and staff stimulation.

Singling out of previously unsolved parts of the general problem. Nowadays in the
current conditions of the economy and society the issue implementing an effective system
staff stimulation of companies that really can motivate the employee to effectively and effi-
ciently carry out their duties, facilitate the coordination of their personal goals and industry,
and help keep highly skilled staff. But in our country has accumulated enough theoretical
and practical experience to build a motivational system based on individual needs and motiva-

tions and desires of a particular employee and the company.
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The purpose of the article is to review existing approaches and methods for staff stimu-
lation Ukrainian and Polish enterprises to enhance creative incentive systems aimed at domes-
tic enterprises.

Presenting main material. "Motivation" and "stimulation" two close concepts, however,
if the notion of "stimulus" is used mainly to refer to material or moral incentives, the "motive"
is used more broadly and covers all aspects of employee behavior [1]. It should be noted that
the West understood the problem of employee motivation is much broader than in Ukraine.
On the domestic enterprises to assume that people work only for money. Of course, the issue
of wages to be important, but if the company gives the employee the opportunity to attend
training to improve their professional knowledge and skills or subscription to a fitness club,
the more likely the employee will take advantage of this offer, while his loyalty increase.
It should be noted that the development time in the world there are many changes in manage-
ment personnel: every year the practice introduced or that innovation. Of course, changes oc-
cur in encouraging staff, new methods and tools.

Thus, stimulation of labour is external prompting, that affect human behavior at work,
there are shell personnel motivation both material and non-material, performing at the same
three functions: regarding to the economic function, it contributes to improving production
efficiency, which is expressed in increasing productivity and product quality. Moral function
is directed at forming an active life position by means of labour stimulus, creating high moral
social climate in the society. The social function manifests itself in the formation of the social
structure of the society through various levels of income, which, in its turn, depends on the
effects of incentives on different people [2].

Traditionally material and non-material stimulation are distinguished. So, if we consider
the foreign and our experience stimulation staff in Poland and Ukraine, experience in Poland
will be more developed. Non-material stimulation allows the employee to feel their im-
portance, confidence and professional competence. Material stimulation improves intensity,
productivity and quality of work, which results in money [3].

To increase the intensity of labor in Ukraine material and non-material stimulation were im-
plemented and constantly improved the During last decades enterships in Ukraine are actively
working on implementing motivation system, which is one of the important directions inside the
enterprise, which allows to develop not only the staff but also the company as a whole.

Table 1 include the methods of material and non-material staff motivation in
Ukraine (Table 1).

Table 1
Features of staff stimulation at the enterprises in Ukraine
Types of stimulation Components
— bonus (monthly bonuses to official salary, individual bonuses, for accomplishing the
most important work and others);
— premium (in connection with the personal anniversary, for accomplishing the fin-
Material ished tasks and etc.);
— excess fare (combination of professions, work at night, irregular day, being the
leader of the activity and etc.);
encouragement ( promotion, salary increase, training, rewarding and etc).
— awarding the title "The Best ...";
— address invitation on corporate celebration;
— public gratitude, a commemorative gift to the employee on behalf of the leadership;
— diplomas and certificates;
— contests, tournaments;
— birthday congratulations and others.

Non-material
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It should be noted that the construction of the motivation system in domestic enterprises
often do not take into account individual priorities of people belonging to different groups de-
pending on age, gender, status, nature, different situations, etc. [4].

Quite often not taken into account the fact that after a while there comes a point at which
even the most perfect mechanism of motivation may be outdated and encourage employee
ceases to perceive a threat or that become routine for him [5].

Poland also has its secrets, principles and ways in stimulation staff. Polish enterprises exists
the most common principle of formulating factory payment systems. The main essenced this
principle to assign the law to enterprises (at its own cost and under specific economic conditions)
to rebuild the system of salary, so that most of the earnings depends on the labour effectiveness.
Gradually, the increase of minimum wage rate per hour takes place in Poland, them 1 January
2017 throughout all enterprises the rate is 13 gross / h. Gross salary represent wages received and
indiceted in civil contracts. The salary after deducting all amounts, this is net salary.

In terms of material and non-material stimulation in Poland, can distinguish certain fea-
tures (Table 2).

Table 2

Features of staff stimulation at the enterprises in Poland

Types of stimulation Components

- bonus (setting a clear labor norms of plan accomplishing during the shift (each of
them lasts 8 hours). If the norm exceeds, the workers will receive an additional wage
premium);

- premium (setting a clear norm for every worker at some workplaces. If the worker
needs 1 hour to prepare 20-25 TV parts, and he significantly exceeds and does it care-
fully, he gets a reward/increased wages);

- excess fare (the workers are proposed to work during their days off, such employees
will be offered the payment at a double rate, but each worker must work 1 Saturday per
a month);

- employees who work overtime hours are paid at a twice rate;

- due to the term of service and age;

- the optimal wage differentiation. For example, a salary of top executives at "LG Elec-
tronics" exceeds the new hired employees’ salary in 7-8 times;

- giving valuable gifts, etc.

- using privilege system for permanent workers: bonus for a family, fare to the place od
work, medical and social insurance, payment on social needs and others;

- at a certain working workplace, every worker, can become the "leader" of the
Non-material line/process, for whom the material rewards and moral incentives are used to solve the
problem of unfair assessment;

- using the practice of privacy protection the privilege system. Thus it solves the prob-
lem that occurs at work, namely the feeling of an unfair assessment.

Material

Based on these table, we can say that our neighbors more effectively solve the problem
that occurs on their workers' sense of unfair assessment. Comparative characteristics of staff
stimulation in Ukrainian and Polish enterprises includes Table 3 [6; 7].

Table 3
Comparative characteristics of staff stimulation at the enterprises
of Ukraine and Poland

Factors Similarity / Distinction

Ukraine Poland

1 2 3
In the Ukrainian enterprises to sala- | In Polish enterprises this factor is

Salary ry as stimulate factors added premi- similar.

um or bonuses added
Only few enterprises have worker, | All enterprises had establishment
Staff obligation who perform not only your obliga- | extra charge behind each obligation.
tion gets extra charge to basic wades.
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Continuing table 3

Premium reduction

It is established for the following
reasons: delay, not to execute a
plan, problems with work behavior
and others,

Firstly worker is made a note then
from wages remain is taken from
punishment (depending on the type
of violation).

Fare to the workplace, health insur-

Only for permanent workers.

portant work by level drivers for
work outside the settlements on
experience in the enterprise.

Benefits L
ance, social insurance, etc.
In Ukrainian enterprises such bo- | As for Polish enterprises, it also has
nuses are available: monthly bonus- | developed a system of bonuses, as
es to the base salary, individual in Ukraine.
Bonuses bonus, performance-especially im-

Regular schedule

In the Ukrainian enterprises, alt-
hough by law established 8-hour
day, but many businesses ignore it.
Although clearly established work-
ing time is one method of stimula-
tion staff.

Clearly defined working hours, is 8
hours a day. Also scheduled work
schedule changes with the estab-
lishment of workers.

Premium

Paid in connection with the person-
al anniversary, according to the
performance of supervisors, for the
performance of the finished tasks,
the provision Director of branch
and field, etc.

Installed as on the material level
and non-material. Premiums can be
expressed not only in material
terms, but also in the interest of
workers to a particular process, ca-
reer and more.

Currently, in Polish enterprises as well in Ukrainian enterprises the great important is mate-

rial stimulation particularly the salary. Also it is very essential to set the minimum level of the
wades in the country. If we cooperate the minimum wages in Poland and Ukraine it will be con-
sequently: 2000 PLN (approximate 13000 grn) for Poland and 3200 grn for Ukraine. Even if we
compare this material factors at staff motivation in the enterprises the polish enterprises will be
on the top. So it follows the workers who work for Polish enterprises will be more interested in
non-material factor at stimulation, because with material stimulation is everything good.

Conclusions and suggestions. The effectiveness of any enterprise depends on the proper-
ly created system of motivation. Taking into account the foreign and native experience it is
necessary to develop new means of using an individual approach for each worker starting
from their workplace and finishing by the employees’ interests, depend on the type of his/her
character, age, gender, skills, relationships material and non-material stimulus, situation on
the labor market and so on.
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