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THEORETICAL FUNDAMENTALS OF FORMATION
OF THE MOTIVATION SYSTEM AT ENTERPRISE

Abstract. In modern conditions of aggravation of competition the question of creation of effective system of motivation of
the personnel at the enterprise acquires extreme urgency. The level of employees’ thirst for work depends on the chosen
system of motivation. That is why company executives need to rationally combine tangible and intangible methods of staff
motivation. Foreign experience proves that intangible and tangible methods of motivation play an equally important role in
organizing the work of subordinates. That is why the study of the process of choosing a method of staff motivation in the
enterprise is becoming increasingly important, which confirms the relevance of the chosen to research topic.

The article investigates the theoretical foundations of the formation of an effective system of motivation in the enterprise.
The main motives that underlie motivation are highlighted. Motivation theories are outlined and analyzed. The analysis of the
main components of the motivation system: tangible and intangible. The factors contributing to the formation of an effective
system of motivation in the enterprise are revealed. Possibilities of combination of tangible and intangible types of motivation at
the enterprise are substantiated.

It has been proven that motivation has a significant impact on the life of every person and is a driving force in any economic
activity. Everyone is an individual, so the goal of company leaders is to choose motivational factors in accordance with the
individual qualities of employees. To get the maximum effect from the work of subordinates, the manager must determine the
motives of each employee.

Keywords: motivation; motive; material motivation; intangible motivation.

Urgency of the research. In modern conditions of aggravation of competition, the question of
creation of effective system of motivation of the personnel at the enterprise acquires extreme urgency.
The level of employees' thirst for work depends on the chosen system of motivation. That is why
company executives need to rationally combine tangible and intangible methods of staff motivation.

Target setting. Domestic experience shows that at this stage of development of the motivational
component, the material methods of stimulating employees are more important. At the same time,
foreign experience proves that intangible and tangible methods of motivation play an equally important
role in organizing the work of subordinates. That is why the study of the process of choosing a method
of staff motivation in the enterprise is becoming increasingly important, which confirms the relevance
of the chosen to research topic.

Actual scientific researches and issues analysis. The theoretical foundations of motivation are
highlighted in the works of such famous scientists as F. Herzberg, K. Alderfer, A. McKelland,
A. Maslow and others. Many researches are devoted to the actual question of today, search of tools of
formation of effective system of motivation V. Bocharov, O. Magopets, M. Polyuk, A. Ustilovskaya,
O. Shubna.

Uninvestigated parts of general matters defining. Despite the large number of studies on the
problems of staff motivation, the issue of a systematic approach to the theoretical foundations of the
motivation system in the enterprise needs further study and analysis.

The research objective. The purpose of the article is to study the theoretical foundations of the
formation of an effective system of staff motivation in the enterprise.

The statement of basic materials. Motivation is essential in everyone's life. That is why it is
considered that motivation is the driving force that motivates an employee to perform job responsibilities.

Throughout the history of mankind, many definitions of the concept of motivation have been
formed. Summarizing, in our opinion, motivation is a certain stimulus that motivates a person to action
in order to meet their own needs through certain activities. Motivation is based on psychophysiological
aspects that control human behavior and determine how organized, activity-oriented, stress-resistant
and active in everyday life [2].
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In psychology, there are six types of motivation, which are presented in (Fig. 1).

External motivation Intrinsic motivation
Steady Motivation Unstable
Positive Negative

Fig. 1. Types of motivation in psychology
Source:* developed by the authors

As a rule, external motivation is not related to certain activities and is aimed at certain external
circumstances, which are the driving force for a person. A characteristic feature of external motivation
is the activity of the employee under the influence of certain external factors (tangible and intangible).
External motivating factors can be high salaries, career growth, power opportunities, respect among
colleagues, and so on (Fig. 2).

The result for the employee

External motivating |:> The action of the employee
and the company

factor under the influence of the factor

Increasing the company's
profit

% of sales |:>

Increase employee productivity

Increasing the employee's
salary

USIRY

Fig. 2. Schematic example of the influence of external motivation
Source:* developed by the authors

As for intrinsic motivation, on the contrary, it is activity-oriented and unrelated to external factors.
Internal motivation arises in the middle of the person and does not depend on external factors. A
characteristic feature of intrinsic motivation is the presence of employee satisfaction with their own
work. Internal motivating factors can be the desire for self-realization, self-development, achieving
dreams and goals. A striking example of external motivation is to participate in corporate events in
order to obtain positive emotions.

Steady motivation is based on the physiological needs of man, such as hunger and thirst, the
need to have a healthy sleep, the need to communicate and more. Steady motivation requires the
individual to perform clear conscious actions without forced additional reinforcements. Factors that can
form a stable motivation are the lack of monotonous work, creativity and novelty in work, collective
forms of work.

Unstable motivation, on the other hand, requires constant additional support. For example, in
order to move up the career ladder, an employee must acquire certain knowledge and experience and
perform their own work productively. Unstable motivation can change over time.

The basis of positive motivation is positive incentives, ie the expectation of the employee to get a
positive effect by performing certain actions. Positive motivation is primarily aimed at obtaining positive
emotions by the employee from the tasks. A typical example is the performance of successive stages
on the way to achieving a global goal and receiving a reward at the finish of each stage.

Negative motivation is based on negative incentives, ie the employee performs certain activities
to avoid punishment. A clear example of negative motivation can be the punctuality of the employee
and as a consequence of avoiding disciplinary action by the manager.

It is known that motivation is a set of motives, which in turn affect human behavior and push it to
certain actions.

A motive is a certain tangible or intangible object that acts as a meaning of achievement and is
characterized as an internal phenomenon that motivates a person to action. The subject, in turn, may
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experience positive or negative emotions depending on the achievement of the desired or, conversely,
dissatisfaction with the existing situation.
Varieties of motives that motivate a person to action are presented in (Fig. 3).

Motive
— Affiliates (joining) — Power — Prosocial —
— Self-affirmation —| Procedural and substantive = External —
|| Achievement || Identification | | Self-development ||

Fig. 3. The set of motives that underlie motivation
Source:* developed by the authors

The motive of affiliation or joining is a motive that motivates a person to establish and maintain
constant contact with other individuals. In today's world, interpersonal contacts play an important role,
it is at the heart of affiliation is the desire to work in a team and improve relations between colleagues.
The leader as a leader must create and maintain a friendly atmosphere in the team. It is under such
conditions that employees will have a friendly relationship with each other and teamwork will become
more productive.

The motive of self-affirmation motivates the individual to actions, which in turn are aimed at
obtaining a certain status in life and self-affirmation in society. Every employee seeks respect from
colleagues and superiors. Sometimes such employees strive to achieve their goals in any way that is
not always good for the organization.

The motive of achievement causes the desire of the individual to achieve the best success in
their own activities and avoid any failures. Employees are aimed at quality performance of tasks
received from the manager in order to obtain recognition. Managers can entrust such employees with
tasks of any complexity and be sure that the tasks will be performed efficiently and on time.

The motive of power is characterized by the desire of the individual to influence others, in his
actions there is a desire not to enjoy work, but primarily to obtain power to manage a group of people.
This type of motive is clearly expressed in the leaders and directly in the leaders of organizations.
Sometimes a person driven by the motive of power becomes obsessed, so when appointing line
managers should pay attention to the basis of the motivation of a potential candidate were laid and
other motives.

Procedural and substantive motives are clearly expressed in individuals who enjoy their own
work. They are interested in the process itself and, as a rule, such individuals succeed in their own
activities, because for them both the process and the content of work are equally important.
Employees who are driven by a procedural and substantive motive are good performers, so the
manager can safely delegate some powers to such employees.

The motive of identification forces a person to strive to acquire similarities with a certain other
individual. In the business environment, it can be well-known investors and entrepreneurs, whose
success impresses and motivates a person to take actions aimed at achieving similar results.
Therefore, the leader must be an example for his subordinates, constantly strive for self-development,
be punctual and responsible.

At the heart of prosocial motives is the responsibility of the individual to others. An employee
with prosocial motives feels a sense of belonging to a certain group and strives to achieve the goal.
Employees driven by prosocial motives strive to perform their tasks well. Often prosocial motives can
be found in leaders who are not afraid to take responsibility for their own actions and even the actions
of their team.

104

Popelo O. V., Zabashtanska T. V., Chorna K. O. Theoretical fundamentals (D) ev-ne |
of formation of the motivation system at the enterprise




Haykosui BicHuK Monicca Ne 2 (21), 2020 Scientific bulletin of Polissia Ne 2 (21), 2020

YINPABIJIIHHA MIQNIPUEMCTBOM

External motives as well as external motivation are not aimed at activity, the main purpose of the
individual, which is driven by external motives is to obtain certain material benefits. Most employees in
any organization are driven by external motives, because the goal of each employee is to make a
profit. Performing certain work, the employee seeks to receive material remuneration. In a team where
employees strive for material rewards, motivation must be built on material factors, such as basic
wages and additional payments.

Every successful individual has a motive for self-development, because he is responsible for
personal development and the desire to constantly develop in any environment. The main goal is to
realize one's own potential. Modernity dictates such rules that if a person wants to be successful, he
must develop every minute, try something new to gain his own experience and absorb useful
information that can be used in their own activities.

Thus, motivation is directly a phenomenon, which is the driving force on the way to activity in
order to achieve the desired result. Having considered the main types of motivation and motives that
are allocated in psychology and manage individuals, we can move on to aspects of the formation of a
system of motivation of employees in the enterprise. Staff motivation is an integral part of
management. The system of staff motivation is a system that is designed to stimulate employees to
work through moral and material incentives. The incentives are based on external factors influencing
the employee, this is the main difference between the incentive and the motive [5].

The goal of each manager is to create a system of motivation in their own organization, which is
able to increase employment and ensure maximum effect from the activities of each employee.

In the process of developing such a phenomenon as motivation, many theories of staff motivation
have emerged. Motivation theories are designed to identify employee needs and explain the
relationship between employee needs and actions. Theories study what motivates employees to
perform their duties effectively. As a rule, there are three groups of motivation theory: meaningful
motivation theories; theories are based on the principles of a specific picture of the employee;
procedural theories of motivation (Fig. 4).

Meaningful theories of Theories are based on the principles of Procedural theories of
motivation a specific picture of the employee motivation
A. Maslow's theory of McGregor's theory V. Vroom's theory of
needs expectations
K. Alderfer's ERG theory QOuchi's theory S. Adams's theory of justice
D. McClelland's theory of Porter-Lawler theory
acquired needs
Locke's theory
F. Herzberg's theory of
two factors Participatory management

Fig. 4. Theories of motivation
Source:* developed by the authors based on [7; 9]

Substantive theories of motivation, as a rule, study the needs of the individual and are designed to
clarify the internal motives that motivate the individual to action. The relationship between the
physiological needs of the individual and motivation is a major issue studied in meaningful theories of
motivation (Tab. 1).
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Table 1
Meaningful theories of motivation

Theory

Author

Substantive provisions

Needs
theory

Abraham
Maslow

Every individual has a certain need all the time. The needs of the individual can
be grouped into structured groups, which in turn are arranged in a specific
hierarchy (thus the pyramid of needs of A. Maslow was developed). Satisfaction of
needs motivates a person to action. In place of the needs that have already been
met by the individual, there are needs that still require certain actions to meet
them. The best motivation is needs that have not yet been met by the individual.
The first needs that a person tries to satisfy are placed at the base of the pyramid
- a group of physiological needs. Satisfying physiological needs, a person directs
his actions to meet the highest group of needs, namely self-realization. Most
importantly, there are more ways to meet the needs of higher groups.

ERG
theory

Clayton
Paul
Alderfer

Alderfer developed a theory by classifying needs into three main groups.
Existence - a group that includes physiological needs and the need for security.
Relatedness - a group of needs that reflects the social component of the
individual, namely the feeling of belonging to a certain group, recognition in
society. Growth - a group based on the needs of growth, self-realization and
development. Maslow's and Alderfer's theories are similar, but the main difference
is that according to Maslow satisfaction of needs can be carried out only from the
bottom up, and according to Alderfer needs can be met in both directions, but if
the individual can not meet the needs of a higher group, there is a phenomenon
called frustration. Frustration occurs when a person is defeated in meeting the
needs of a higher order and then he tries to meet the needs that require less
effort.

Theory of
acquired
needs

David
McClelland

According to McClelland's theory, there are three types of needs that are acquired
by individuals during life and then motivate action: achievement, complicity and
power. People with a predominant need for power are divided into two groups: the
former seek power for the sake of influence, and the latter for the sake of
achieving a common goal.

The
theory of
two
factors

Frederick
Herzberg

The theory shows the influence of two material and moral factors on human
motivation. Materials are related to internal needs and self-expression (wages,
living standards and status). Morality is related to the nature of human activity
(success and achievement).

Source:* developed by the authors based on [9]

Theories based on the principles of a specific picture of the employee study the motives that
motivate the employee to activities aimed at the common result of the organization. Each of the
theories describes certain qualities that an employee must possess. In this way, the leader has the
opportunity to use certain tools of motivation to achieve common goals (Tab. 2).

Table 2
Motivation theories are based on the principles of a specific picture of the employee

Theory | Author Substantive provisions
1 2 3
XY- Douglas | The theory is based on two main propositions:
theory | McGregor | — Authoritarian management of employees (X)

— Democratic leadership of workers (Y)

According to Theory X - workers tend to be lazy and try to avoid any activity and
responsibility for a particular job. In order to increase motivation, managers must
constantly monitor the work of subordinates and direct their activities. In some cases, it
is appropriate to use coercive methods in order to realize the company's goals.
According to Theory Y, employees are ambitious from the beginning and have intrinsic
self-motivation. They are focused on work and enjoy the tasks. The task of managers is
to provide conditions for self-realization of subordinates and show that they have some
freedom of action and then the potential of employees will be fully realized.
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Continuation of Table 2

1 2 3
Theory William Theory Z is based on collectivism. The team is perceived as a certain family and each
z Ouchy individual is important in it. Decisions are made by the team and the responsibility for

the decisions lies with all members of the team. The main task of the head is to
coordinate the goals of employees with the goals of the organization and ensure the
continuous development of subordinates. For theory Z, the portrait of the worker looks
like this: the worker is focused on working in a team; he enjoys helping colleagues;
strives for continuous development and aims to advance in the career ladder. The
career advancement of an employee directly depends on the number of years he has
worked in the organization.

Source:* developed by the authors based on [7]

Procedural theories of motivation study how a person distributes efforts to achieve goals and which
model of behavior is chosen. The pattern of behavior describes certain expectations and how a person
perceives his environment (Tab. 3).

Table 3
Procedural theories of motivation
Theory Author Substantive provisions
Theory of Victor | According to Vroom's theory, human needs are not the main motivation and driving

expectations Vroom | force. It is the model of behavior chosen by a person influences the achievement of
goals. It is believed that a person always has several choices and it is his choice
that determines the further achievement of goals. According to Vroom's theory,
motivation is based on the ratio of the number of human desires and the ability to
achieve them. Managers of the organization to increase the motivation of
subordinates must take into account the needs, capabilities and availability of
certain resources to perform tasks.

Theory of John | According to Adamson's theory, motivation is considered in terms of comparing a
Justice Adams | particular individual with another. A person evaluates his work and the received
on reward with the work of others in the same given conditions. There are three

options: underestimation, fair valuation and revaluation. The goal of the manager is
a fair assessment of employees in relation to others.

Complex Porter- | Complex theory has 5 components: effort, perception, results, rewards and
theory of Lawler | satisfaction. The effort that an employee spends depends on the value of the
motivation remuneration. The other side is a fair assessment of the results, the satisfaction

itself will further affect the perception of the employee.

Target theory Edwin | According to this theory, human behavior depends on its goal, it is to achieve it that
of motivation Locke | a person performs a penalty. For effective motivation, the manager must apply the
following principles: clearly set a goal for the employee; the level of complexity of
the task should be medium or high; the employee must agree to perform the task;
feedback; allow you to set goals yourself.

The essence of the concept is that if the employee takes an active part in the life of
the organization and enjoys the activity, then he will work more efficiently and
productively.

MNapTucunatmeHe
ynpaBniHHA

Source:* developed by the authors based on [7]

Theories of motivation are the information foundation in the formation of an effective system of
motivation in the enterprise, the success of which directly depends on the efficiency of each employee.
The leader as a leader is obliged to provide an effective system of motivation that would motivate
subordinates to action. In a global sense, as defined in our study, motivation is a psychological
process in which stimuli and motives lie, which are the driving force.

The introduction of an effective system of motivation will provide a solution to many tasks set
before the head, namely (Fig. 5):

* improving labor productivity, efficiency and effectiveness of subordinates;

« attracting highly qualified specialists, increasing the number of qualified personnel in the
company;
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* retention of existing specialists (managers, marketers, economists, analysts), minimization of staff
turnover;

« ensuring a comfortable climate inside the company;

* increasing the interest of subordinates in the development of the company;

» ensure compliance with subordinates of a high level of discipline.

When developing an effective system of motivation, the leader must take into account the instability
of the team and take into account demotivational aspects that may adversely affect the further actions
of the team. The ideal system of motivation should include six factors on which the leading criteria of
efficiency of a parity of activity and needs of the worker are based. It is based on the criteria of
effectiveness that the appropriate method of motivation is chosen.

Objectivity Real evaluation of the result of work

Evaluation of work in accordance with the experience, qualifications and

Adequacy total contribution of the employee to the development of the company

The actions of the leader are transparent and clear to each member of the
team

Predictability

Equal treatment of each member of the team and prevention of conflict

JIRIRIRINI

Justice o
situations
Timeliness Celebrate the success of employees immediately after achieving the goal
Value The motivation system must be important and valuable to employees

Fig. 5. Factors of an effective motivation system
Source:* developed by the authors

There are two main methods of motivation in personnel management - the material method and the
intangible method. Receiving tangible or intangible incentives is usually associated with the interests
of the company. Thus, both employees and managers of the company win (Fig. 6).

Material methods of motivation (economic) - involve employees to perform the tasks assigned
to them for a certain financial reward. Material methods of motivation are considered the most
common and more effective. This method of motivation includes any economic methods of incentives
based on the financial component. A reasonable approach to material motivation increases
productivity at times [2].

Varieties of material method of motivation include monetary and compensatory incentives.
Monetary incentives are additional payments for high achievements in work in the form of bonuses,
interest and salary increases; payment of medical and social insurance; increased wages, under
harmful working conditions; cash payments in emergencies; compensation of transport costs; pension
allowances for highly qualified retired workers.

Varieties of monetary motivation:

A decent salary is the best motivation for an employee. The manager must set the salary
according to the level of efficiency of the subordinate. Impartially low wages lead to high staff turnover.
Wages are the basis of motivation, if the company can not provide a decent wage, other methods of
motivation will not be effective. The task of the head is to establish an appropriate fixed salary for each
subordinate and provide a flexible part of it.

Cash bonuses - an effective type of motivation, the main difference from wages is that bonuses
are issued unstable and directly depend on the level of work of the subordinate. It is the stability of the
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payment of bonuses and their quantitative value characterize the image of the employer. If the
company has a clear scheme of payment of bonuses and it is clear to employees, as a result the
company will receive high productivity and economic effect from work of subordinates.

Varieties of motivation of subordinates

Material motivation Intangible motivation
Financial rewards Finanqial Social Moral
penalties
Remuneration wages
=
Fines and Organizational Psychological
Prizes and bonuses sanctions

Percentage of sales

Reimbursement of expenses

Fig. 6. Varieties of motivation of subordinates
Source:* developed by the authors based on [4]

Additional interest is a common way to motivate in trade. Due to the fact that there is no fixed
wage and pay depends directly on the efforts of the employee, the work of workers becomes more
productive. Subordinates understand that the more they sell goods, the higher their wages - this is a
great incentive to work.

Bonus system of motivation is of two types fixed and variable "floating". As a rule, the company
sets a plan for a month, quarter or year, employees in turn must implement it. Bonus payments are
accrued for the implementation of the plan. The manager's task is to develop a bonus program and
explain its goals and objectives to employees.

Selling shares is a newer method of motivation. The essence of this method is that an employee
who has increased sales by n-quantity, has the opportunity to buy shares of the company at a price
below market. Thus, becoming a shareholder of the company will increase interest in its development,
because the success of the organization depends on the share price and in turn the material well-
being of the employee.

Compensatory incentives are one of the types of staff motivation. Reimbursement is an
additional social package that successful companies can provide to their employees. Typically, these
costs include: rent, gym memberships, vacation vouchers, training sessions and seminars,
transportation costs, mobile communications and meals. Enterprises can also provide the opportunity
to use social institutions of the enterprise (kindergartens, schools, sanatoriums); free or partially paid
vouchers; preferential terms for purchasing the company's products; improving working conditions and
logistics; free tickets to the cinema, theater or concert.

Monetary and compensatory incentives are usually referred to as incentives. There is also a
system of fines.

The system of fines is certain financial sanctions for violation of discipline, namely lateness, non-
fulfillment of the current plan and provocation of conflict situations in the team. Sanctions are designed
to prevent negligent attitude of employees to work and are a kind of compensation to the company in
case of illegal actions of employees. The system of fines is based on the principle of influencing a
particular employee and thus prevents such actions among colleagues. The manager must
understand that financial penalties should not affect the basic salary. Financial penalties, as well as
bonuses, are additional incentive funds that can be issued for a certain result or, conversely,
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withdrawn. Some companies make the mistake of imposing innumerable sanctions, which in turn
adversely affect the work of employees, because they understand that punishment is inevitable and
cease to be taught to the maximum, and some are fired altogether.

Thus, financial rewards are designed to encourage employees to take the initiative in work, to
implement the plan and tasks, to take an active part in the development of the company and to strictly
adhere to discipline. Thanks to the financial reward, employees are full of enthusiasm and feel that
they are a valuable employee of the company. The system of material motivation must be constantly
improved in order not to lose efficiency in the long run.

Intangible methods of motivation are usually not expressed in monetary terms but carry certain
incentives that encourage improved productivity. As a rule, there are the following types of intangible
motivation: social, organizational, moral and psychological [2].

Social stimulation is a method of motivation, the characteristic features of which are giving the head
of his subordinates certain powers, assigning an important level of tasks and giving the opportunity to
advance in the career [10]. Employees should know that for certain achievements they will be able to
advance in their careers, but the manager's task is to find a measure, otherwise it will lead to
competition among subordinates and teamwork will not be possible. An important incentive is
professional development at the expense of the company, providing opportunities to develop and
improve their professional qualities.

Organizational incentives are a method of motivation whose characteristic features are the
provision of decent working conditions, the arrangement of a comfortable working month for the
subordinate, providing a place to rest and dining, providing the opportunity to work with the latest
technology [10]. For a large number of employees, the organizational incentive is a flexible work
schedule. Organizational incentives systematize the work of the enterprise. There are such subgroups
of organizational incentives as:

The organization of meetings and planned activities for the team, the involvement of all employees
in the current work of the enterprise, informing about the current tasks and goals of the organization,
contribute to the involvement of employees in the process of achieving common goals.

Administration includes the formalization of the functional responsibilities of subordinates; creation
of a code of ethics for the company's employees; study of the regulatory framework related to the
functioning of the enterprise; creating rules for a culture of communication with clients and colleagues;
formation of a system of personnel incentives.

Grading is one of the newest methods of increasing the productivity of subordinates. The purpose of
which is to form a hierarchical structure based on the value of employees for the company. On the basis
of which a system of incentives and distribution of remuneration among employees is created.
The evaluation criteria include: qualifications, level of education, responsibility, productivity and diligence.

Moral stimulation is a method of motivation whose characteristic features are the celebration of the
achievements of subordinates, as a kind of public or personal praise, the expression of gratitude by
the leader for significant achievements in the work and performance of tasks [10]. The leader must
note not only the failures but also the achievements of employees, in turn, subordinates seek not to
disappoint the leader. That is why even nowadays boards of honor are used, where the worker of the
month, quarter or year is celebrated. Awarding certain diplomas and giving gifts is another effective
moral stimulus. Gifts to employees for certain achievements, as a rule, increase trust in managers and
demonstrate the company's image. Gifts can be functional (electronic devices, small appliances),
corporate (souvenirs with company symbols, products of own production) and symbolic (diplomas,
awards, diplomas, medals). Moral stimulation also includes constructive criticism, thanks to
constructive criticism the company's employees improve their professional qualities.

Psychological stimulation is a method of motivation whose characteristic features are the provision
of organizational conversations with a psychologist, stimulating employees by personal example of
success of the leader, the organization of corporate events for communication in an informal setting
[10]. Corporate events such as holiday banquets, team games, outdoor activities and cultural events
contribute to the formation of a trusting relationship between the leader and subordinates and creates
a friendly atmosphere in the team. An important element of psychological stimulation is feedback,
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providing employees with the opportunity to express themselves, contributes to the formation of a
quality socio-psychological climate in the team, and as a rule, a good atmosphere helps to increase
productivity. The task of the leader to make it clear to his subordinates that their opinion is important
for the organization.

Intangible ways of motivation are designed to correctly set goals, priorities and create incentives
that will encourage employees to take an active part in the work process. This method of motivation
helps employees to express themselves and be more proactive. However, the peculiarity of intangible
motivation is that the leader must find a personal approach to each subordinate separately, and for
this you need to understand the self-motivation of subordinates.

So, as a rule, there is no single right method of motivation that suits any company and team. The
choice of tangible or intangible ways of motivation is left to the head of the company. Only the
manager has the right to choose which methods of motivation will be more effective in order to
achieve maximum productivity in his company and in today's market. Based on the experience of
many successful companies, we can conclude that the system of motivation should be comprehensive
and combine tangible and intangible methods of motivation.

Conclusions. Motivation has a significant impact on everyone's life and is the driving force in any
economic activity. Everyone is an individual, so the goal of company leaders is to choose motivational
factors in accordance with the individual qualities of employees. To get the maximum effect from the
work of subordinates, the manager must determine the motives of each employee.

It is studied that the most useful for company managers are theories of motivation, which are based
on the principles of a specific picture of the employee, because they reveal the essence of internal
incentives that motivate employees to work to achieve organizational goals and personal needs.

An effective system of staff motivation should include tangible and intangible ways of motivation. It
is proved that to create a successful system of motivation it is appropriate to combine both tangible
and intangible ways of motivation. Domestic practice shows that first of all employees are still
interested in the material aspect, namely wages, interest on sales, bonuses. But intangible ways of
motivating staff also play an important role in shaping the motivation system, especially aspects such
as workplace organization, friendly atmosphere in the team, respect for superiors affects the
productivity of workers and the overall economic effect of the company.
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TEOPETUYHI 3ACAON ®OPMYBAHHA CUCTEMU MOTUBALLII HA NIANPUEMCTBI

AHomauisi. B ymosax 3aeocmpeHHs1 KOHKypeHUil Had3sudaliHoi akmyanbHocmi Habysae numaxHs CMeoPeHHS echeKmueHoT
cucmemu mMomusauii nepcoHasny Ha nidnpuemcmesi. Bid obpaHoi cucmemu momusauii 3anexums pieeHb xaau rnpayisHuKie 0o
pobomu. Came momy KepigHUKaM KomraHili HeobXiOHO pauioHanbHO MoedHysamu MamepiarnbHi U HeMamepiarbHi Memoou
momuseauii nepcoHary. 3akopdoHHul doceid doso0umsb, WO HemMamepianbHi ma MamepianbHi Memodu momusauii gidieparoms
00HaKo80 eaxsiugy porib 8 opeaHisauii npayi nidneanux. Came momy OOCriOKeHHS NMUMaHHs fpouyecy obpaHHsi Memoody
momuseauii nepcoHary Ha nidnpuemcmei Habysae dedari binbuo20 3Ha4YeHHs, WO MidmeepoXxye akmyarbHicmb 0bpaHoi memu
00CniOKeHHS.

Y cmammi 0ocnidxeHo meopemuyHi 3acadu gpopmysaHHs1 diegoi cucmemu momusauii Ha nidnpuemcmesi. BuokpemneHo
OCHO8HI Momueu, siKi niexamb 8 ocHoei momuseauil. OKkpecrieHo ma rnpoaHarsnizoeaHo meopii momueauii. 30ilicHeHo aHari3
2071068HUX cknadosux cucmemu mMomuseauii: MamepianbHUX ma HemamepianbHux. Po3kpumo ¢hakmopu, Wwo Ccrpustoms
gopmysaHHi0 Oiegoi cucmemu momusgauii Ha nidnpuemcmei. O6rpyHMOB8aHO MOXIUBOCMI MOEOHaHHS MamepialbHUX ma
HemamepianbHuUx gudie Momusauii Ha rnidnpuemcmei.

JHosedeHo, w0 mMomusauis Mae 3HayHUl Briu8 Ha >XUummsi KOXHOI moOuHU ma € pywiliHow cunow 8 OyOb-sKil
2ocnodapcekill disinbHocmi. JlloduHa — ye ocobucmicmb, MOMY KIIHO4O8UM 3ag80aHHAM KepiGHUKIe KomraHii € obpaHHs
momuseauiliHux eaxeriie 8i0rnosioOHo 0o iHOUBIOyanbHUX sikocmel fpayigHuKie. s ompumMaHHsI MakcuMmarbHo20 eghekmy 8id
npayi nidneanux, KepieHUKY HeobXiOHO 8U3HaYUMU MOMUBU KOXHO20 fpauieHuKa.

Knro4doei cnosa: momusauis; Mmomus; MamepianbHa MOmMusay,isi; HemamepianbHa Momusauisi.
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