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The work substantiates the need to evaluate and analyze the system of motivation
and stimulation of the work of the personnel of a commercial organization. The
author’s classification of remuneration systems according to the level of the
motivational component and the classification of incentive payments depending
on the motivational orientation are proposed. Achieving the goals of the
organization is impossible without ensuring the effective actions of personnel. For
this, it is necessary not only to ensure the functional loading of employees and
create the necessary conditions for them, but also to arouse in them the desire to
energetically carry out exactly those actions that bring the organization closer to
achieving its goals. In this regard, management must perform a very important
function - creating conditions for motivating employees and implementing it in
practice. A feature of modern personnel management is the growing role of the
employee’s personality, the ratio of motives and needs, on which the motivation
system can be based, changes accordingly. Today, both financial and non-financial
reward methods are used to motivate employees. Meanwhile, neither the theory
of management nor the practice of personnel management provides certainty
regarding the relationship between individual aspects of employee motivation and
the most effective methods of managing them. It should be noted that in most
scientific works devoted to motivation, the main attention is paid to researching the
problems of the structure and dynamics of work motivation. Meanwhile, studies
devoted to the practical development of oriented models of labor motivation for
the personnel of commercial organizations in the conditions of the “new economy”
are clearly insufficient. Thus, the development of recommendations for evaluation
and improvement of the system of motivation and stimulation of the work of the
organization’s personnel acquires special significance.

OIIHKA I AHAJII3 CHCTEMHW MOTHUBAIIIL
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Kurouosi cioBa:

(axTopn MOTHBAII,

piBeHb MOTHBaLi,
e()eKTHUBHICTH MOTHBAIIi,
Pe3yIBTaTUBHICTD

TSTTBHOCTI OpraHizaii,

OIIIHKa MaTepiaabHOT MOTHBAIIII,
BHIUIATH CTUMYJIIOBATBHOTO
XapakTepy

Y poborti o6rpyHTOBaH0 HEOOXIMHICTh OI[IHKH Ta aHani3y CHUCTEMH MOTHBAIIIT
Ta CTHUMYJIOBaHHS Mpalli MepcoHally KOMEpIHHOT opraH13au11 3anp0n0HOBaHo
aBTOPCBKY KJacudikaliro CHCTEM OIUIaTH Tpali BiJIOBITHO 1O piBHA
MOTHBAIIMHOI CKJIA[0BOI Ta KiIacU(IKaIllisi BUILIAT CTUMYJIOIOUOTO XapaKTepy
3aJIEKHO BiI MOTHBAI[WHOT cnp;{MOBaHOCTi HocsaraenHs minet opraxizarii
HEeMOXUTHBE Oe3 3a0e3nedeHHs e(heKTHBHUX Ail MepCOHANTY. I[Jm bOTO TOTPiOHO
HE TUIbKU 3a0e3neynT (pyHKI[IOHAJIbHE 3aBAHTAXKEHHS HpaLIIBHI/IKlB i CTBOpHUTH
iM HeoOXimHI yMOBH, a W BHKIMKAaTH B HHUX Oa)KaHHsS €HEpPriiHO 3/iHCHIOBAaTH
caMme Ti Jii, Ki HaOIKAIOTh OPraHi3amilo 10 JOCSATHCHHS MMOCTABJICHUX IIUJICH.
VY 3B’43Ky 3 UM KEPIBHHUITBO MOBUHHO BUKOHYBATH Jy)KE BAXIUBY (QYHKIHIO —
CTBOPEHHS yMOB JUIi MOTHBAIlil MpaIiBHUKIB 1 3MiHCHEHHS ii Ha MpPAKTHIIL.
Oco06aMBICTIO CyYacHOTO YIPaBIiHHS IEPCOHAJIOM € 3pOCTal0ua PoIb 0COOMCTOCTI
NpalliBHUKA, BiIIOBIHO 3MIHIOETHCS CITIBBIHOLICHHS MOTHBIB 1 MoTped, Ha SKi
MOXXE CIIEpTHCSl CUCTeMa MOTHBYBaHHs. J[J1s1 MOTHBaLil CliBPOOITHHUKIB CHOTOJTHI
BUKOPHCTOBYIOTH SIK (piHAHCOBI, TaK i He(hiHaHCOBI MeTOAN BUHAropoau. THM yacom
BU3HAYCHOCTI Y CIIBBiJHONICHHI OKPEMHUX AaCIEKTiB MOTHBAIli CITiIBPOOITHUKIB
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1 Halle(eKTUBHIMINX METOHIB YIPABIiHHA HHUMH Hi TeOpis MCHEIKMEHTY,
Hi TpakTWKa YIpPaBIiHHA TepcoHaloM He aae. HeoOXimHo 3a3HAYUTH, IO
B OLTBIIIOCTI HAYKOBHX IPAIlb, IPUCBIYCHUX MOTHBAIIil, OCHOBHY yBary IpHIiICHO
JOCIIKEHHSIM TIPO0JIeM CTPYKTYpH Ta AMHAMIKHU TpynoBoi MoTHBarii. Tum yacom
JOCIIKEHb, MPUCBSYCHUX NMPAKTUYHOMY PO3POOJICHHIO Opi€EHTOBAaHWUX MOAENEH
TpyZoBOi MOTHBamii NEpCOHally KOMEpLIHHMX OpraHizaliiii B yMOBax «HOBOI
SKOHOMIKW», SBHO HEJIOCTAaTHhO. TakMM YMHOM TaKUM, OCOOJHMBOI 3HAYYIIOCTi
HaOyBae pO3poOIEHHS pEeKOMEHIAMIN MO0 OIIHKM Ta BIOCKOHAJECHHS CHCTEMH
MOTHBALi Ta CTUMYITIOBaHHSI IPalli IIEPCOHATY OpraHi3arii.

Formulation of the problem

A significant number of domestic and international
scientific works are devoted to the study of the issue of
stimulation and motivation of personnel, however, the
systematization of approaches for each type of enterprise
requires a more detailed study and grouping.

Our article is devoted to determining the dominant
components for encouraging employees.

Analysis of latest research and publications

Many domestic and foreign scientists are constantly
dealing with issues of labor costs, reforming the labor
payment system, and problematic aspects of wages. These
are, in particular, such well-known authors as K.S. Hook,
V.F. Hryshchenko, A.I. Kredisov, E.H. Panchenko,
V.A.Kredisov, M.A.Kovalenko, I.I. Gruznov, L.E. Sukhomlin,
V.M. Didenko, S.P. Robins, D.A. De Cenzo et al.

Formulation of the purposes of the article

The purpose of the article is to develop a method of
evaluation and analysis of the system of motivation and
stimulation of the work of the personnel of a commercial
organization.

To realize the set goal, the following tasks were solved
during the research:

— development of the theoretical and methodological
foundations of the system of motivation and stimulation of
the work of personnel,

— study of domestic and foreign experience of
evaluation and analysis of the system of motivation and
stimulation of the work of personnel;

— determination of the level of staff motivation
based on an assessment of the significance of selected
motivational factors and an assessment of the degree of
satisfaction with them;

— determination of the numerical value of the
effectiveness of the organization’s activity based on the
use of a multi-criteria method of measuring effectiveness;

— determining the effectiveness of motivation and its
grouping;

— development of a factor model of the capacity of
incentive payments;

— assessment of the existence and closeness of the
relationship between the amount of incentive payments
and the level of salary intensity.

Presenting main material

For the first time, the word “motivation” was used by
Arthur Schopenhauer in the article “The Four Principles
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of Sufficient Reason”: motivation is causality visible
from the inside. Currently, there are several approaches to
determining motivation. The first of them is the process of
motivating oneself and others to certain activities aimed at
achieving personal goals or the goals of the organization
(Kredisov A.l., Panchenko E.G., Kredisov V.A.). In
the framework of the second approach, motivation is
considered as a set of driving forces that encourage a person
to perform certain actions (M.A. Kovalenko, I.I. Gruznov,
L.E. Sukhomlyn), etc. Two approaches to the study of
motivation theories are also distinguished. Meaningful
theories of motivation are based on satisfying needs and
motivating a person to act (Maslow’s hierarchy of needs,
F. Herzberg’s theory, McClelland’s theory). According
to the procedural approach, an individual’s behavior is
determined not only by his needs, but also by his perception
of the situation, expectations related to it, assessment of his
capabilities, consequences of the chosen type of behavior
(Vroom theory, Adams theory, Porter-Lawler model).

As a result, a person makes a decision about active
actions or inaction. Despite the fact that these theories differ
on a number of issues, they are not mutually exclusive and
in many ways complement each other. The development
of theories of motivation was clearly evolutionary, not
revolutionary. These theories of motivation to one degree
or another are used in solving tasks of encouraging people
to work effectively [4; 6; 7].

Having studied the main substantive and procedural
motivational theories, their composition, advantages
and disadvantages, it is proposed to present a model of
motivation of the organization’s personnel in the form of
a two-level system (Figure 1).

The first level of motivation is the satisfaction of basic
needs (the need for work, stability, minimum necessary
working conditions). Only after reaching this level can we
talk about motivation for more effective work.

The second level is direct motivation for more effective
work, which is achieved with the help of material and non-
material factors of motivation.

The significance of the applied motivation factors
stimulates the employee to act, as a result of which additional
bonuses are expected. In the case of satisfaction with the
received reward and the costs of achieving it, the employee
is motivated to improve the efficiency of his activity.

Material incentives are the most important means of
influencing employee motivation, which has a significant
potential to increase it. Salary is of primary importance in
material stimulation.

Material incentives are the most important means of
influencing employee motivation, which has a significant
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1 level Basic needs Material factors
2 level _ Motivation
- Intangible factors
action
A
Waiting for the result
A
Satisfaction

Fig. 1 — Model of workers’ motivation to work

potential to increase it. Salary is of primary importance in
material stimulation.

The comparative characteristics of remuneration
systems from the point of view of influencing motivational
factors are given in Table 1. The author’s classification
of remuneration systems, from the point of view of the
motivational component, is presented in Figure 2 At the
same time, considering the composition and structure
of the wage fund, it should be noted that the size of the
motivational impact on personnel is not proportional to the

share of elements in the wage fund. Incentive payments
have the greatest motivational impact, as they are designed
to increase the employee’s performance, professional level,
initiative and loyalty to the organization.

Since payments of a stimulating nature have the
greatest motivational potential, we present their author’s
classification depending on the motivational orientation of
the dependence on the motivational orientation (Figure 4).

In order to study the factors of motivation of employees,
a number of authors propose different methods of

Table 1 — Comparative characteristics of payment forms and system

Forms and payment | Dependence on employee Dependence on the Dependence on the level of professional
systems performance company's financial results knowledge of the employee
Competence system +
Hourly form ++ +
Tariff-free system +
Bonus system + +
Detachment system + ++
The KRI system +
Grading system ++ ++ +

Notes: + — a factor that affects the forms and systems of labor remuneration;
++ — a factor that can influence depending on the conditions of application of forms and payment systems

Systems with a low
motivational component

NS
]

Systems with high
motivational capabilities
but with limited areas
3aCTOCYBaHHS

NS

Systems that maximally
motivate employees to work
efficiently

NS

System of competencies,
hourly form

system

N\

Tariff-free system,
bonus, piece-premium,
piece-progressive

]

The system of KRI, grades

Fig. 2 — Classification of remuneration systems according to the motivational component
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Stimulating labor
productivity

award for the main performance results
reward based on the results of the year's work
award for the performance of particularly
important tasks

timulating to increase
professionalism

allowances for professional skill
bonuses for high achievements in work

Stimulating employee
loyalty

prizes for the holidays
reward for anniversary dates
financial aid
class allowances
remuneration for years of service

Stimulating the initiative
of employees

prize for ingenuity and rationalization
prize for the conclusion of review contests
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Stimulating saving of
resources

bonus for saving resource losses
theft detection reward

Fig. 4 — Classification of incentive payments depending on the motivational direction

determining the level of motivation for employees from the
standpoint of assessing the importance of factors (table 2).

Despite the considerable number of studies in the
field of evaluation and analysis of the level of motivation,
the methods proposed by various authors are descriptive
in nature and are aimed at determining the significant
motivational factors and psychotypes of employees.

Atthe same time, the evaluation of the level of motivation
is not connected either with the productivity of work, or
with the quantitative expression of motivational factors (for
example, salary). The factorial-criterion qualitative model
can be attributed to the model that allows you to obtain
a quantitative assessment of the level of motivation.

This model makes it possible to evaluate the resulting
orientation of an individual or a group by identifying the
level of satisfaction of the relevant needs and determining
their specific significance, which makes it possible to
combine qualitative and quantitative processes, as well as
to examine the personally-oriented level of professional

motivation of employees and evaluate the level of
communication interaction [1, ¢. 179].

The majority of authors propose to evaluate and analyze
the wage fund as one of the motivational factors according
to the analysis scheme, which includes: analysis of the
composition and structure of the wage fund, factor analysis
of the wage fund, assessment of the ratio of growth rates
of average wages and labor productivity, assessment of the
efficiency of use funds for payment of labor.

As part of the stage of evaluating the effectiveness of
the use of labor funds, it is proposed to calculate indicators
of the volume of output, revenue, profit and net profit per
hryvnia of wages. Accordingly, none of the considered
authors suggests evaluating the level of motivation and
stimulation of staff work based on the assessment and
analysis of incentive payments, which indicates the need
to improve the existing analysis methodology.

Among the various tools for the formation of an
effective mechanism of labor motivation, the use of

Table 2 — Comparative characteristics of methods for assessing the level of motivation

Method Result Advantages Disadvantages
Test “Motivational profile” determination of significant and the ability to determine average complexity
Sh.Richi and P.Martin insignificant factors for employees values for all personnel of processing results

Multifactorial Personality
Questionnaire (MMRI)

allows dividing employees
into three motivational groups

allows you to take into account
the characteristics of the
employee and the characteristics
of his motivation

duration and complexity
of the research

a visual representation of the
employee's motivation in accordance
with the selected factors and the
determination of his eneatype

Enneagram method

allows you to determine the most
significant factors of motivation
and divide employees into non-

types

the impossibility
of accurately assigning
a specific worker to one type
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of motivational factors
assessment of the degree of
satisfaction with motivation
factors

an algorithm for choosing
directions for improving the
motivation system

study of the dynamics,
composition and structure of
incentive payments

Assessment of the level of
staff motivation

v

Determination of directions

Performance evaluation

for improvement of the

Assessment of material

motivation system

f

Evaluation of the
organization's performance

establishing the significance
of indicators
assessment of results for
each indicator

an algorithm for choosing a
payment system

research on the relationship
between incentive payments and
employee productivity

comparison of the
evaluation scale

Fig. 5 — Stages of the method of assessment and analysis
of the system of motivation and stimulation of labor remuneration

economic analysis of the effectiveness of the motivation
system is of fundamental importance. However, the
assessment of employee motivation is more difficult than
the assessment of qualitative and quantitative results of
labor activity. In science and practice, there are no accurate
and well-founded methods and techniques for evaluating
and analyzing the system of personnel motivation, the
result of most of them is descriptive in nature.

To evaluate and analyze the system of motivation
and stimulation of personnel work, a methodology was
developed, which includes three stages (Figure 5).

The first stage of the methodology involves evaluating
the effectiveness of motivation as a product of the estimated
level of motivation of employees and the final indicator of
the effectiveness of the activity. The source of information
for assessing the level of employee motivation is the results
of employee questionnaires.

One section of the questionnaire is aimed at assessing
the importance of motivational factors, the second — at
identifying the degree of satisfaction with them. Processing
of questionnaires is carried out on the basis of the factorial-
criterion method of the qualitative model.

The level of motivation of employees by factors is
defined as the product of the degree of satisfaction with
the factor and the level of its significance. The sum of
factor satisfaction gives a general assessment of employee
motivation (the maximum possible assessment is 1).

The matrix method of performance measurement
allows for the integration of quantitative and qualitative
results.

The performance matrix contains evaluation indicators,
an evaluation scale, the evaluation itself, the significance
of each evaluation indicator and the results — for each of
the indicators separately and the final indicator. Evaluation

indicators must correspond to the goals and objectives of
the organization, be influenced by the object of analysis
and comprehensively characterize the object.

The evaluation of the result for each of the indicators is
carried out by comparing the actual result with the rating
scale. The significance of each of the indicators in the
matrix method of performance measurement is determined
as a percentage of the total result.

The performance for each of the evaluation indicators
is calculated as the product of the significance assessment.
The final performance of the object is defined as the sum of
the performance for each of the indicators.

The matrix method makes it possible to obtain
a comprehensive general assessment of the effectiveness of
the work of employees, to evaluate the focus of employees
on achieving the set tasks and improving the efficiency of
activities.

The second stage of the methodology involves the
assessment of material motivation. It begins with a study
of the dynamics, composition and structure of incentive
payments, according to the proposed classification
depending on the motivational orientation: payments that
stimulate labor productivity, increase professionalism, staff
loyalty, employee initiative, saving resources.

Then the study of the relationship between incentive
payments and the productivity of employees is carried out,
which is proposed to be carried out using the indicator of
the capacity of incentive payments.

It is advisable to present the indicator of the capacity of
incentive payments as the sum of the capacity of incentive
payments depending on their motivational orientation
depending on their motivational orientation.

To determine the impact of changes in incentive
payments by their types on the dynamics of the capacity
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of incentive payments, a factor analysis is performed. To
determine the dependence between the size of incentive
payments and the level of salary capacity, a correlation-
regression analysis should be conducted, which will allow
judging the presence and nature of this relationship.

The conducted analysis of material motivation will
make it possible to judge the motivational orientation of
incentive payments, the effectiveness of the system of
material motivation used in the organization and the need
for its adjustment.

The third stage of the method of evaluation and analysis
of the system of motivation and stimulation of the work of
the personnel involves the determination of directions for
improving the system of motivation.

The most universal system of remuneration, which
allows to take into account a significant number of factors,
to determine the amount of remuneration depending on
the importance of the position, the number of performed
functions, the effectiveness of the work of employees, is
the system of grades based on the point-factor method and
matrix-mathematical models.

This system makes it possible to evaluate all types
of jobs, take into account the level of education and
competence of the employee, the nature and specificity
of his work, and the achievement of key performance
indicators. In addition, this system will allow employees
to influence the permanent part of the salary by influencing
work factors and thereby increasing their salary within the
grade or increasing the grade of their position, which will
significantly increase the motivation of employees.

The developed method of evaluation and analysis of
the system of motivation and stimulation of the work of
personnel will make it possible not only to comprehensively
assess the level of motivation of employees, to determine
significant factors of motivation and employee satisfaction
with them, to reveal the relationship between employee
motivation and the effectiveness of their work, and to give
a general assessment of the effectiveness of the applied
motivation system, and and identify the main areas of
improvement of this system. If it is necessary to adjust the
remuneration system, the methodology makes it possible to
determine the most appropriate system and mechanism for
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its implementation, taking into account the characteristics
of the organization under study.

Conclusions

In the conditions of the development of the “new
economy”, the formation of new forms of ownership and
the transformation of the entire system of social and labor
relations, there is a qualitative change in the motivation
of work, its content and structure. In this period, the most
important task of labor management is the creation of
a motivational mechanism, the main function of which is
to increase the interest of employees in the effective use
of their labor force, intelligence based on providing them
with opportunities for the fullest satisfaction of their needs.

In order to indicate the main directions for the
formation of the optimal mechanism of work motivation,
it is necessary, first of all, to study the real structure of
motivational priorities, to identify the determining system-
forming factors of motivation.

The developed method of evaluation and analysis of
the system of motivation and stimulation of the work of
the personnel of a commercial organization allows:

— identify the most significant motivational factors for
the organization’s personnel and the degree of satisfaction
with them;

— give an assessment of the level of motivation both by
categories and by the personnel of the organization;

— give a comprehensive summary assessment of the
effectiveness of the work of the organization’s personnel;

— give an assessment of the effectiveness of the system
of motivation and work stimulation in the organization and
the need to adjust this system;

— toassess the presence and closeness of the connection
between the level of effectiveness of the motivation system
and the level of return of incentive payments, the size of
incentive payments and the level of salary intensity;

— give an assessment of the effectiveness of the
material motivation system used in the organization and
the need for its adjustment;

— contributes to the creation of an information
and analytical base and the effectiveness of personnel
management of the organization.
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