ExoHoMiuHi HayKn

Scientific Journal «ScienceRise» Ne4/1(21)2016

L EKOHOMIYHI HAYKHA

UDC 331.101.36
DOI: 10.15587/2313-8416.2016.65656

INDIVIDUALIZED APPROACH TO STAFF MOTIVATION

© E.N. Shirokova, A.V. Kalinichenko

The article reveals the formation of a system of incentives for workers, allowing to identify the impact of the in-
dividual needs of the employee and the possibility of rational use of specific tools for labor motivation. The arti-
cle includes recommendations that can afford to choose the best motivational tools for each employee based on
his personal priorities. All this competently implements an individualized approach to labor motivation
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Cmamms po3Kpusae popmy8anHsa cucmemu CIMUMYIIOBAHHA NPAYIBHUKIB, WO 00360JIA€ UABUMU 8NIUE THOUBI-
O0YanbHUX nomped NPayieHUKA HA MONCIUBICMb | PAYIOHANBHICIb 3ACMOCYBAHHA KOHKPEMHUX [HCIMPYMEHMIe
momusayii npayi. Cmamms mMicmums pekoMeHOayii, AKi MOdICYyMb 00360IumMU HAUKpawe nidiopamu Momusa-
YIUHT IHCMPYMEHmu OJisl KOMCHO20 NPAYIGHUKA 3 8PAXYBAHHAM 1020 0coOucmicHux npiopumemis. Bce ye komne-
MeHmHO peanizye iHoueioyanizosanuil nioxio 0o momusayii npayi

Knrouosi cnosa: momus, cmumyn, nepconan, iHOuioyanibHi nompebu, IHCMpyMeHmy MoOmueayii npayi, piseHs

Mmomueayii

1. Introduction

The problems of the tools search to encourage the
company staff are of particular relevance. This is because
the present methods of the staff encouraging and the
tools that are used in motivational activity do not fully
meet the rapidly changing requirements of employees (in
terms of job satisfaction) as well as of entrepreneurs in
general (from the perspective of the productivity of work
and the efficiency of the staff activity in the enterprise).

If we consider these factors in more details, we
can conclude that the micro-economic indicators of the
country testify to the decrease in significance of nominal
wages for employees motivation in connection with the
rise in prices, which is expressed: in the low living stand-
ards of the population; reduction in interconnection be-
tween the material security of employees and the results
of work. All this creates a lack of interest among work-
ers, even a certain indifference to the rational employ-
ment and is reflected in the technical performance of the
employee duties (in some cases there is an outflow of
skilled workers to more promising companies, or even
outside the country). This is a serious obstacle to the de-
velopment of enterprises and the economy as a whole,
especially in crisis economic phenomena. At the same
time, the use of labor potential can not only stop the de-
velopment of the enterprise, but also to give an impetus
for crises overcoming and subsequent development.

2. Formulation of the problem

In this regard, the consideration of matters related
to improving motivation in modern conditions is consid-
ered to be timely. In particular, one of the promising are-
as of motivational work is the study of the individual
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needs of employees and the degree of perception of the
available tools for stimulation.

3. Literature review

By solving the tasks, first of all, it is necessary to
focus on the instruments of labor motivation. Dozens of
years were spent on their research, organization and prac-
tical application. Many of scientists, such as A. Mas-
lou [1], D. MakKlelland [2], F. Hercberg [3], M. Mes-
kon [4] and etc, conducted research in the field of em-
ployee motivation not only on the assumption of human
needs, but also taking into consideration the psychologi-
cal, moral, social and cultural influence of the environ-
ment. Therefore, today, the task of searching for a fun-
damentally new incentives to increase human perfor-
mance is quite complex, and the questions of their opti-
mal combination based on personal characteristics of the
employee remain unresolved.

4. Aim of research

Considering the relevance of the proposed research
direction, a promising way to increase the degree of moti-
vation should become the development of a system of se-
lection of individual incentives for each employee.

5. Description of the study

This study was conducted in Ukrainian University
of Railway Transport. Performed to determine degree of
influence on the efficiency of individual needs staff mo-
tivation. The basis for investigations became the results
of scientists’ research in the field personnel management.
The significance of investigations is to desire to work out
recommendations for the use of the mechanism of for-


http://library.gpntb.ru/cgi/irbis64r/cgiirbis_64.exe?C21COM=S&I21DBN=UDC&Z21ID=&S21FMT=UDC&S21ALL=%3C.%3EU=331%2E101%2E36%3C.%3E&P21DBN=RSK&S21COLORTERMS=0

ExoHoMiuHi HayKn

Scientific Journal «ScienceRise» Ne4/1(21)2016

mation motivation of work tools on the basis their degree
of individualization.

6. Statement of the main results of the study

On this occasion, SA Shapiro, in his book «Staff
motivation and encouraging», wrote: «The encouraging
of work — is, primarily, the external motivation, the ele-
ment of the labor situation affecting human behavior in
the workplace, the material covering of staff motivation.
At the same time it carries the immaterial load, which al-
lows a worker to realize himself as a person and an em-
ployee at the same time» [5].

The author wrote that «when the incentives run
through the psychology and consciousness of the people
and are converted, they become internal incentive or mo-
tive causes of employee behavior. Motives are conscious
incentives. The motive and the incentive do not always
agree with each other, but there is no «Chinese walls»
between them. They are two sides, two systems of impact
on the employee, the motivation to certain actions.
Therefore, stimulating effect on the staff is directed
mainly at strengthening of the employees functioning and
the motivation influence - at enhancing of professional
and personal development of employees. It is important
to distinguish between the stimulating and the motiva-
tional mechanisms of the employees the management be-
havior, to realize the importance of their interaction and
mutual enrichment» [5].

In our opinion, a very important element in this
case is the estimation of the possibility of a real applica-
tion and effectiveness of these mechanisms. Therefore,
the analysis of the motivational tools according to their
degree of individualization was carried out [6-8].

Thus, the wages, standardized within the enter-
prise, has a low labor motivation and marginally consider
specific features of the employee; at the same time, wag-
es in the form of piece-wage has a greater degree of indi-
vidualization and thus increasingly encourages worker.

Supplements can also be considered on two levels
of individualization, namely: the surcharges of the com-
pensatory nature cause little motivation, because the or-
ganization of work with the presence of the working
conditions, which require compensation, minimizes the
individualization as it is only a means of equating labor
to the minimum requirements, that are regulated by legis-
lation and are mandatory for all employers in respect of

all employees without exception; additional payments of
stimulating character are highly motivated and reveal the
individual characteristics of the worker, depending on his
professionalism.

Awards of any kinds and forms of payment allow
good enough to individualize the employee’s career and
have a high motivational result, but in case if they are
appointed for specific labor achievements (not paid con-
sistently to all employees) and reliably determined.

Allowances, as well as awards, may have a signif-
icant effect in boosting worker since they may have even
more of the labor individualization than awards, due to
their personal appointment for concrete results.

Improving working conditions has a low individu-
alization since it is a kind of obligation for the company to
maintain the prestige of work and retain qualified staff.

Career opportunity has a high degree of individu-
alization, as it allows to detect the unique abilities of the
worker and to evaluate them appropriately, thus causing
the rivalry in the team and contributing to the develop-
ment of the enterprise.

Moral incentive is not inferior to the degree of
awarding individualization; it has a positive effect, and most
importantly does not require substantial financial costs.

The development of an organizational culture in-
fluences the motivation of staff, depending on the form
of its formation. Thus, in the case of a rigid administra-
tive form of management organizational culture has a
negative motivation, by necessity of submission to cer-
tain strict rules. Conversely, the formation of a cohesive
team, inspired by a common corporate culture can have a
sufficient degree of individualization, as it satisfies the
human need for social interaction and personal cultural
development. However, this tool of motivation over is
not significant as compared with others.

Social guarantees have insufficient individualiza-
tion of work at motivating of employees; on the strength
of this obligation is an element of state guarantees.

The possibility of additional Social Security has
more of labor individualization than the Social Guaran-
tees as it can be assigned individually for certain labor
achievements.

Taking into account the considered tools, the au-
thors carried out the improvement of the systematization
of tools for labor motivation in terms of individualiza-
tion, which is provided in Table 1 and shown in Fig. 1.

Table 1

Systematization of tools for labor motivation (developed by the authors)

Levels of motivation by the type of
individualization

Feature level

Additional conditions
(«A» and «B»)

Highest level

Workers, for whom the intangible incentives
prevail over financial incentives

Employees, for whom the Social Security is
of great importance

Employees, for whom the Social Security is
not of great importance

Average level

Employees, for whom financial incentives
equal to intangible incentives

Employees, for whom the Social Security is
of great importance

Employees, for whom the Social Security is
not of great importance

Low level

Employees, for whom financial incentives
dominate

Employees aiming for the individualization
of payment

Employees not aiming for the individualiza-
tion of payment
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Fig. 1. Relationship of motivation levels according to the degree of individualization

It should be noted that this is only the previous
stage in the formation of mechanism of workers stimula-
tion, which should include the basic steps and recom-
mendations for their implementation in the enterprise
management system, development of labor potential and
staff motivation. The purpose of formation of motiva-
tional mechanism is the development of such approaches
and systems of incentives for workers, which would al-
low the best way to choose the motivational tools for
each employee based on his personal priorities, and such
recommendations for the manager or personnel service,
which would allow implementing an individualized ap-
proach to labor motivation adequately.

Thus, according to the authors, the mechanism of
individual motivation should include the following steps:
analysis of the level of motivation in the company and
the results of work, which provides for the definition of
the relationship between the incentive instruments, the
level and quality of their application and the performance
of labor productivity; definition of the purpose of the mo-
tivational activities of the enterprise; approval of the nec-
essary results of an individualized approach to staff mo-
tivation; the selection of the most appropriate and possi-
ble for usage motivational techniques and tools; defini-
tion of individual needs and characteristics of workers,
taking into consideration the professional, personal (psy-
chological), external criteria of the personalized evalua-
tion; the selection of the most appropriate tools for a par-
ticular employee; provision of an adequate period, a in-
dividualized by instrument type, their recruitment and the
specifics of perception for each employee that will be de-
termined with the required mode, according to which the
individual incentives will be used; the establishment of
possible obstacles to the implementation of selected tools
of motivational management, as well as errors in the de-
termination of these tools with the development of rec-
ommendations for their leveling, that can help to make
the incentive system more flexible and adaptive; analysis
of the results of the staff; motivation tools adjustment ac-
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cording to the parameters, namely: According to the list,
by maturity, based on the results, in accordance with the
possible further expansion, etc [9-11].

7. Conclusions

Thus, the developed scientific recommendations
on the formation of mechanism of labor motivation in the
company is an element of scientific innovation, which
will allow to form a competence-based approach to hu-
man resource management, organization of work and
motivation on the basis of individualization, which in
turn, will connect a personal and entrepreneurial interest
due to such selection of incentive instruments that will
ensure the realization of the needs of enterprises in cer-
tain development indicators, with the help of the moti-
vated staff. This could have economic benefits as a result
of increased productivity, optimizing the number of em-
ployees; reduce wasteful spending, development of pro-
ductive capacities. The development of methodology for
assessing the economic impact of the proposed measures
is important to validate scientific positions and it puts
forward a perspective of further research.
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