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The main task of modern enterprise management is to find the most effective methods of

personnel management, ensuring the effectiveness of the enterprise as a whole. In such

conditions effective system of motivation becomes the most influential factor in increasing

the effectiveness of personnel work. Effective motivation promotes creative, productive,

intellectual attitude of the employee to his work and directs him to achieve high performance

in the organization. That is why every manager in the sphere of personnel management is

faced with the question of forming an effective system of personnel work motivation,

which would meet the modern conditions of market development and ensure successful

operation of the enterprise and its development, as well as development of the whole state

economy. Each employee has his personal incentives and motives that induce him to

perform certain functions and tasks. In recent decades there has been a change in the

management of enterprises, in which the «human factor» has come to be regarded as the

main factor in achieving long-term success. Highly qualified, properly organized personnel

determine the fate of any enterprise. Creating the concept of motivation at the enterprise

it is necessary to find objects of realization of separate types of material and moral stimulation.

Each enterprise independently chooses for itself the most appropriate combination of

material and socio-psychological incentives of employees to achieve their goals. On the

success of this decision depends the speed and possibility of achieving the goals, as well as

the effectiveness of both individual employees and enterprises as a whole. However, under

the influence of a number of factors, including such factors as the degree of personal

responsibility, relationship with the manager, etc., the employee may be disappointed in

his work, but the management is interested in employees to be creative and enthusiastic

about their duties.
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Introduction and problem statement

In modern conditions of active development
of the market and increased competition in Ukrainian
enterprises causes the need for rational use of
resources. The most important in the enterprise have
labor resources, because of their knowledge, skills
and experience directly depends on the level of
efficiency and competitiveness of the enterprise.

Specifically the staff of the company activates the
mechanism of material production, creation of
products and its value in the form of profit. There is
no such management system, which could work
effectively without effective motivation model.

Today in Ukraine among many means of labor
motivation only its separate elements are used.
Therefore, there is a need to create a comprehensive
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system of personnel labor motivation, which will be
focused on comprehensive development of the
enterprise labor resources and the effectiveness of
its activities as a whole.

Analysis and research of publications

The issue of building an effective system of
work motivation has been addressed by many both
foreign and domestic scientists. The most outstanding
theory, which is still in use today, is J. Bentham’s
“carrot and stick” theory, which describes simple
motives and incentives aimed at achieving the set
goals. The theory of F. Taylor [15], who proposed
to pay workers in proportion to the output produced,
also became famous. According to E. Mayo’s social
theory [9], the main components of personnel
motivation are: education of employees, group
decision-making, parity management and
humanization of labor. A. Maslow [8] divided
employee needs in the form of a pyramid into primary
(physiological) and secondary (self-actualization, self-
esteem, belonging).

There are also many scientists in modern
Ukrainian economic theory who devoted their works
to building an effective system of personnel
motivation: D. Boginya, S. Duda, A. Kovalchuk,
A. Grishnova, A. Dokuchaeva, N. Karpun, A. Kolot,
A. Leontieva, Z. Pushkar, E. Petrenko,
O. Slavogorodskaya, V. Tsukanova, V. Khmel, etc.
[3, 4, 7, 8].

Purpose of the article

The ðurpose of the article is to analyze modern
approaches to the formation of labor motivation
methods.

Presentation of the basic material

To date, the personnel of the enterprise remains
the most important resource, which has a direct
impact on the level of productivity and efficiency of
the entire organization. In order to effectively use
and develop personnel at each enterprise, it is
necessary to build such a system of motivation, which
would induce employees to productive work.
Motivation is a fundamental element of personnel
activation, which not only induces material
production, but also ensures its effective functioning.

Even with flawless production plans and a
modern structure, an enterprise will not operate
efficiently without proper staff motivation. In order
to ensure a high return of employees, they should be
interested in high results, from which he will get
satisfaction of his most important needs.

One of the first researchers of the problem of
motivation was A. Smith, who in his work “An
Inquiry into the Nature and Causes of the Wealth of
Nations” formulated the concept of an “economic

man” – a person governed by his own interests and
needs, and his activity is aimed at improving his
economic situation. Smith also drew attention to
the direct dependence of the results of labor on the
amount of wages. He noted that generous
remuneration always leads to higher productivity of
workers. If wages are high, workers will be more
productive, obedient, and savvy [13].

How wages affect the productivity of workers
was also written by F. Taylor, the founder of the
School of Scientific Management. He noted that
one of the reasons for the slow performance of
unenthusiastic labor is that the enterprise uses the
same level of pay for all personnel. Consequently,
employees will not increase their level of productivity
because their pay does not depend on the effort
expended and the results of labor. F. Taylor suggested
a system of lessons, where each employee received
tasks and detailed instructions for their performance,
and if these tasks were successfully performed, the
employees were paid a premium of 30-100% of their
wages. According to the scientist, money was the
worker’s main motive [15].

But with the development of economic science,
scientists gradually began to come to the conclusion
that not only money motivates workers to work
efficiently.

The first scientist to draw attention to this was
the founder of the School of Human Resources
E. Mayo. In his work “Human Problems of Industrial
Civilization” he wrote that moral and psychological
factors are the main incentives for productive work,
but not payment or working conditions. For example,
social status in the team, the opportunity to
communicate with other workers, the social and
psychological climate in the enterprise are important
for a worker [10].

J. Rotter also studied the psychological aspects
of the motivation mechanism. When a person chooses
a certain model of his behavior, he hopes to receive
reinforcement. This expectation of reinforcement is
explained by the need to satisfy such needs as: status,
recognition, domination, security, love of others,
independence and comfort. According to the
scientist, the most important motive for choosing
one or another model of behavior is the need for
development and actualization (improvement) [12].

Theories of motivation have explored the issue
of building effective motivation in more detail. These
theories can be divided into three groups:

a) substantive, according to which a person’s
choice of behavior is conditioned by the need to
satisfy one’s own desires and needs (C. Alderfer,
D. McGregor, A. Maslow, F. Taylor);
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b) procedural, which reflects the basic methods
of increasing the motivation of employees and the
processes of choosing behaviors (S. Adams,
V. Vroom, L. Porter, E. Loquet and E. Lawler).

c) behavioral relations (D. McClelland,
F. Herzberg) (Table 1).

Â. Vroom formulated the theory of
expectations, according to which the motivation of
employees can be determined by their abilities, the
reality of achieving goals, the values of rewards. This
theory illuminates the existing relationship between
remuneration and its results (the measure of
satisfaction with remuneration). Motivation will be
effective when a person believes that his or her efforts
can provide the desired results for which he or she
will receive the expected reward.

According to J. Adams’ theory of fairness,
workers can subjectively evaluate the ratio of pay
received and effort expended compared to the pay
of other workers doing similar work. If the worker
will experience fair treatment of himself and his co-
workers, he will be satisfied and will actively work.
If there is unfairness and imbalance in such a
comparison, psychological tension may arise.
Therefore, it is necessary to encourage such workers
and to overcome any imbalances.

The most famous theory of motivation belongs
to A. Maslow, according to which a person has
different needs, hierarchically distributed in certain
groups:

a) physiological needs (food, water, air);
b) safety needs (security, stability, dependence,

freedom from terror, order, law);
c) needs of love and belonging;
d) needs for recognition (respect of others, self-

respect);
e) needs in self-actualization (perfection).
C. Alderfer belongs to the similar theory of

A. Maslow, based on the classification and analysis
of human needs and their influence on it. Fig. 1
shows three groups of the following needs: needs of
growth, needs of connection, needs of existence.

Fig. 1. Alderfer’s pyramid of needs

Source: Formed by the author on the basis of [14]

According to A. Maslow, human needs must
be realized from a lower level to a higher one. But
there is no clear hierarchy in practice, and high-
level needs may arise simultaneously with low-level
needs. When a certain need is realized, there will be
a need for the satisfaction of another need, and a

Table  1

Motivation theories by group

Source: Formed by the author on the basis of [5,9,10,11,14,15]

Approach Theory of motivation The content of the theory 

The theory of 

“scientific 

management” by 

F. Taylor [15] 

Labor should be paid in direct proportion to the quantity of the manufactured 

product. The reward will have the desired effect if it is paid immediately. 

Social theory of 

E. Mayo [9] 

Moral and psychological factors are the main incentives for productive work, 

not pay or working conditions. 

A. Maslow's theory  

of needs [8] 

A person has various needs, which are hierarchically distributed among certain 

groups (primary and secondary). Human behavior is determined by primary 

needs, after the satisfaction of which their motivating influence disappears. 

C. Alderfer's theory 

of affiliation [14] 

The main needs that can motivate a person are: existence (physiological needs 
and the need for security), belonging (the need to be a family member, have 

colleagues, friends, managers or subordinates), growth (the need for self-

expression, or the desire for development and self-improvement) 

A meaningful 

approach 

Theory of needs “X” 

and “Y” by D. 

McGregor [10] 

According to Theory X, workers are constantly inclined to avoid doing work, 

and therefore they need to be stimulated by means of control and threats. 

According to the "Y" theory, employees by their nature are responsible for 

performing certain work, they have a sense of autonomy and self-expression 

Procedural 

approach 

V. Vroom's theory 

of expectations [4] 

A person can focus his efforts on achieving set tasks to the extent that he can 

assess the probability of receiving a reward for the work performed. 
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satisfied need will no longer motivate [9].
According to C. Alderfer’s theory, human needs

are satisfied in ascending order. When higher needs
are not satisfied, the importance of lower needs
increases [14].

F. Herzberg highlighted in his work
“Motivation to Work” a two-factor theory of
employee motivation, where he identified individual
factors that lead to employee satisfaction or
dissatisfaction with their work.

Those that cause job satisfaction are related to
the content and structure of the job itself, as well as
the opportunity for professional growth. Factors
causing dissatisfaction of workers are working
conditions, relations in the team, wages, company
policy and management style, reliability and stability
of work. Such factors the scientist called hygienic
[5] (Fig. 2).

If hygienic needs are not satisfied, the worker
will have a general dissatisfaction with work. If these
needs will be satisfied, then there will be no
dissatisfaction, but at the same time will not entail a
positive attitude and increased motivation.

If the employee will be influenced by
motivational factors, there will be an increase in labor
satisfaction, but in case these factors will be absent,
it will  not entail an increase in general
dissatisfaction [5].

Fig. 2. F. Herzberg’s two-factor theory of motivation

Source: Formed by the author on the basis of [1]

Modern scientific literature also has no
consensus on the definition of the essence of
personnel motivation. Let us consider different
opinions on the definition of this concept.

The economic encyclopedia provides the
following definition: “motivation is the reason that

induces an economic subject to perform some activity
to achieve certain goals, the interest in such activity
and the ways of its implementation” [5].

But, from our point of view, this definition is
more suitable to the term “motive”.

Economic scientist A.M. Kolot considers
motivation as a set of external and internal driving
forces that motivate human activity, at that determine
its behavior, form of activity, as well as direct it in
the right direction for orientation to achieve its goals
and the goals of the enterprise [7].

According to D.P. Bogini, motivation is the
subjective aspect of an employee’s activity, which is
a set of interests and needs [1, p. 11].

À. Kovalchuk gives the definition of motivation
as a long-term influence on employees to change
their values and interests [8, p. 78].

According to A.Y. Kibanov, motivation should
be called a process during which the employee
consciously chooses a certain model of behavior
under the influence of external and internal factors
[5, p. 17].

G.T. Kulikov’s works note that motivation is a
process of encouraging an employee to perform
certain actions in order to satisfy needs and achieve
set tasks [5, p. 37].

The same point of view is observed in the works
of B.M. Genkin [5, p. 133].

According to N. Samoukina, motivation is an
internal energy, which includes the activity of an
employee both at work and in life [5, p. 31].

S.A. Shapiro defines work motivation as a
process of satisfying a person’s needs as well as
expectations from the work he chooses, carried out
according to the results of achieving its goals, agreed
with the goals of the organization, motivation can
also be called a set of measures that the subject of
management uses in order to improve the
performance of employees [5, p. 6].

M. Armstrong’s writings describe motivation
through purposeful behavior. According to the
scientist, motivation is closely related to external
and internal factors that encourage the employee to
a certain pattern of behavior [5, p. 155].

J. Szczipacinski defines motivation as a
conscious and purposeful influence on human
behavior, where certain means are used through the
creation of situations necessary to achieve the
organization’s own needs and goals [5].

Pench’s writings note that motivation is a set
of factors of physiological and mental nature, a
psychological mechanism that can trigger and
organize a certain behavior of an employee that is
directed toward achieving the goals [4].
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R.L. Daft believes that motivation is the forces
that exist inside or outside a person and stimulate
the creation of enthusiasm and persistence in her to
perform a certain activity [5].

Let us analyze the above interpretations of the
term “motivation” from different scientists and draw
conclusions. So, motivation is:

– a process during which the activity of
employees is influenced by a management subject,
using a set of different means to form the desired
pattern of behavior in order to achieve the goal of
the organization;

– the process during which the conscious
choice of the necessary model of behavior by
employees under the influence of internal and
external forces is carried out;

– a set of internal and external factors that
influence employees and determine the model of
their behavior, stimulate them to work;

– internal state of a person, formed through
his needs and interests.

The main types of employee motivation are
shown in Fig. 3.

In order to build an effective system of
personnel motivation at the enterprise, it is necessary
to include all forms of personnel motivation that
meet the needs of employees and capabilities of the
enterprise.

Non-material motivation consists of career
development, opportunities to improve skills, sales
of the organization’s products or services at a discount
for employees, availability of business trips, flexible
working hours, congratulations on holidays, corporate
events, favorable working conditions, gratitude from
the manager, setting clear and understandable goals
for the employees, ensuring a healthy competitive
relationship between employees, increasing personal
responsibility of staff, managers listening to rational
opinions of the employees.

Positive and negative forms of motivation work
according to the “carrot and stick” principle. That
is, if the employee receives good results, they are
rewarded, and if they receive negative results, various
financial and administrative sanctions are used. The
motivation system will not be effective if only a
negative or positive form of motivation is applied.
What form to choose will depend on the working
conditions in the organization or on a particular
employee.

External motivation is called motivation, which
is influenced by specific actions, and arises as a result
of various external factors. External motivation refers
to the evaluation of the managers of the organization
of the successful performance of workers.

Internal motivation, unlike external motivation,
is related to the content of the personnel activity, in

Fig. 3. Types of staff motivation

Source: compiled by the author based on [2]
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this case only the independent evaluation of
employees’ performance results is taken into account.

Self-motivation is the motivation of employees,
which arises from independent allocation of their
internal and important motives for labor activity [7,
p. 17-19].

Let’s consider more widespread classification
of methods of personnel motivation in Table 2.

Let us consider the classification of personnel
motivation methods by S. Shapiro. The scientist
divides them into three groups:

– administrative;
– economic;
– socio-psychological.
Administrative methods of personnel motivation

are methods in which there is a direct influence of
the subject on the object of motivation.
Administrative methods include the following
motives: a sense of duty, understanding of the need
to comply with labor discipline and work culture.
The use of these methods is based on the theory of
«X» D. McGregor, which says that all people are
inherently lazy and do not want to work, so for them
to use methods such as: control, orders and

punishments.
Administrative methods include the following

methods of motivation:
– organizational-stabilizing, which involves the

use of a system of regulations;
– organizational influence, which is carried out

within the enterprise (various instructions, internal
labor regulations, labor standardization,
organizational structure, regulations, etc.)

– instructional, which is used during
operational management (orders, orders);

– disciplinary, during which various forms of
responsibility are implemented, this method includes
methods of negative motivation (fines, dismissal,
deprivation of bonuses, etc.).

Economic methods include methods of material
incentives for employees. According to S.A. Shapiro,
they can include:

– state methods and methods of local
authorities (taxes, fees, financial and credit
mechanisms);

– organizational methods (financial and
economic norms of organization, methods of material
stimulation of personnel, responsibility for efficiency

Table  2

Classification of personnel motivation methods

Source: compiled by the author based on [6]

№ 
Classification 

sign 

Method of 

motivation 
Characteristics of the method 

Compulsion 
Contains a sense of fear of punishment or dismissal, fine or transfer to a 

low-paid job 

Reward 
Economic incentives in the form of wages, bonuses, profit sharing and 

non-economic incentives in the form of awards, thanks, etc. 
1 

Method of 

influence 

Solidarity 
Formation of certain values of the organization in the personnel, such as: a 

favorable social and psychological climate, training, beliefs, etc. 

Self-motivation Intrapersonal method, focused on oneself 
2 

Subject of 

motivation External motivation Influence on the object of motivation by the subject of motivation 

Positive 

Contributes to the creation of positive emotions, as a result, the desire to 

achieve success is formed (expression of gratitude, monetary bonus, 

promotion, etc.) 3 
Orientation              

of influence 

Negative 
Application of various forms of punishment, such as: loss of bonus, fines, 

demotion or dismissal 

Internal 
Getting satisfaction from work, communication with colleagues, a sense of 

the significance of work 
4 Place of origin 

External 
Salary, career growth, training and professional development, participation 

in enterprise management 

Financial Salary, bonus, payment for business trip, payment for training 
5 

Economic 

content Non-financial 
Career growth, professional development, participation in management, 

flexible work schedule, favorable working conditions 

Economic Salary, bonus, payment for business trip, payment for training 

Organizational Improvement of working conditions at the enterprise 
6 

Functional 

purpose 
Social 

Career growth, professional development, food, material guarantees, 

medical and social insurance, housing, interest-free loans 
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and quality of work, participation in the
organization’s profit).

Socio-psychological methods include methods
that include social relations, moral and psychological
impact, the use of moral incentives for work activities,
the impact on the employee through the use of
various psychological techniques to form an internal
desire to perform the desired activity without the
use of administrative methods of motivation.

Influence of social and psychological methods
is carried out through the use of norms of behavior,
formation of social and psychological climate, moral
motivation, introduction of social policy in the
organization.

According to S. Shapiro, socio-psychological
methods include:

– organization of the labor collective with the
help of methods of selecting the right types and
character of personalities, creating a positive
psychological climate in the organization;

– giving his own example of the head of the
organization, which can have a motivational influence
on their subordinates, help them to express
themselves and create affiliation with a successful
leader;

– mission, goals and values of the organization,
which must be in a clear and understandable form;

– the possibility of participation of staff or some
employees in management;

– satisfaction of cultural and spiritual needs of
the staff through the organization of a variety of
corporate events, joint recreation;

– organization of social norms of behavior of
employees;

– establishment of moral incentives or
sanctions, i.e. a combination of positive and negative
incentive methods. But, according to S. Shapiro,
socio-psychological methods can be effective only if
the organization has a long-standing tradition of their
application;

– introduction of social prevention and social
protection of the personnel (free of charge medical
service, preventive examination, meals, health-
improvement vouchers, benefits, compensation of
travel expenses, etc.). According to S. Shapiro, this
method is effective only if the level of wages at the
enterprise is low and additional measures of material
motivation should be applied [12, p. 93].

From all of the above, we can conclude that
there are quite a few approaches to the classification
of personnel motivation methods. In practice, it will
be more effective, if not limited to one of the forms
and methods of motivation, it is necessary to take
into account the features of the enterprise, form of

labor and production organization, features and
structure of the workforce, personnel needs, corporate
culture, situation in the labor market and economic
situations in the state.

Conclusions

Theories of motivation have explored the issue
of building effective motivation in more detail. These
theories can be divided into three groups: substantive,
procedural, behavioral relations. Personnel
motivation system is divided into the following forms
of motivation: material, non-material, positive,
negative, internal, external, self-motivation.
Motivation methods are divided into such methods
as: coercion, reward, solidarity, self-motivation,
extrinsic motivation, positive, negative, internal,
external, financial, non-financial, economic,
organizational, social, moral and psychological.

In the current market conditions, the
application of work motivation scheme in personnel
management at enterprises plays one of the key roles
in ensuring the competitiveness and efficiency of
organizations as a whole. The main component of
motivational sphere at the enterprises becomes the
most material stimulation of personnel. But along
with material motivation not the least role is played
by moral stimulation of labor activity. Since
employees work not only to meet their material
needs, but also to meet a complex range of social,
cultural and spiritual needs.
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ÑÓ×ÀÑÍ² Ï²ÄÕÎÄÈ ÄÎ ÔÎÐÌÓÂÀÍÍß ÌÅÒÎÄ²Â
ÌÎÒÈÂÀÖ²¯ ÏÐÀÖ²

Âàñèëüºâ Îëåêñ³é, Ë³òâ³íîâà Âàëåð³ÿ

Îñíîâíèì çàâäàííÿì ìåíåäæìåíòó ñó÷àñíîãî ï³äïðèºì-
ñòâà º ïîøóê íàéá³ëüø åôåêòèâíèõ ìåòîä³â óïðàâë³ííÿ ïåðñî-
íàëîì, ùî áóäå çàáåçïå÷óâàòè åôåêòèâí³ñòü ðîáîòè ï³äïðèºì-
ñòâà â ö³ëîìó. Â òàêèõ óìîâàõ åôåêòèâíà ñèñòåìà ìîòèâàö³¿
ñòàº íàéá³ëüø âïëèâîâèì ôàêòîðîì íà ï³äâèùåííÿ ðåçóëüòà-
òèâíîñò³ ðîáîòè ïåðñîíàëó. Åôåêòèâíà ìîòèâàö³ÿ ñïðèÿº
òâîð÷îìó, ïðîäóêòèâíîìó, ³íòåëåêòóàëüíîìó ñòàâëåííþ ïðà-
ö³âíèêà äî ñâîº¿ ïðàö³ òà ñïðÿìîâóº éîãî íà äîñÿãíåííÿ âèñîêèõ
ïîêàçíèê³â ä³ÿëüíîñò³ â îðãàí³çàö³¿. Òîìó, ïåðåä êîæíèì ìå-
íåäæåðîì â ñôåð³ óïðàâë³ííÿ ïåðñîíàëîì ñòî¿òü ïèòàííÿ ùîäî
ôîðìóâàííÿ åôåêòèâíî¿ ñèñòåìè çàñîá³â ìîòèâàö³¿ ïðàö³ ïåð-
ñîíàëó, ÿêà á â³äïîâ³äàëà ñó÷àñíèì óìîâàì ðîçâèòêó ðèíêó òà
çàáåçïå÷óâàëà á óñï³øíó ä³ÿëüí³ñòü ï³äïðèºìñòâà ³ éîãî ðîçâè-
òîê, à òàêîæ ðîçâèòîê âñ³º¿ åêîíîì³êè äåðæàâè. Êîæåí ïðà-
ö³âíèê ìàº ñâî¿ îñîáèñò³ ñòèìóëè òà ìîòèâè, ùî ñïîíóêàþòü
éîãî äî âèêîíàííÿ ïåâíèõ ôóíêö³é òà çàâäàíü. Â îñòàíí³ äåñÿ-
òèë³òòÿ â óïðàâë³íí³ ï³äïðèºìñòâàìè â³äáóëèñÿ çì³íè, â ðå-
çóëüòàò³ ÿêèõ «ëþäñüêèé ôàêòîð» ñòàâ ðîçãëÿäàòèñÿ ÿê ãî-
ëîâíèé ôàêòîð äîñÿãíåííÿ äîâãîñòðîêîâîãî óñï³õó. Âèñîêîêâà-
ë³ô³êîâàíèé, ïðàâèëüíî îðãàí³çîâàíèé ïåðñîíàë âèçíà÷àº äîëþ
áóäü-ÿêîãî ï³äïðèºìñòâà. Ñòâîðþþ÷è êîíöåïö³þ ìîòèâàö³¿ íà
ï³äïðèºìñòâ³, íåîáõ³äíî çíàéòè îá’ºêòè ðåàë³çàö³¿ îêðåìèõ âèä³â
ìàòåð³àëüíîãî òà ìîðàëüíîãî ñòèìóëþâàííÿ. Êîæíå ï³äïðèº-
ìñòâî ñàìîñò³éíî îáèðàº äëÿ ñåáå íàéá³ëüø äîö³ëüíó êîìá³íà-
ö³þ ìàòåð³àëüíèõ ³ ñîö³àëüíî-ïñèõîëîã³÷íèõ ñòèìóë³â ïðàö³â-
íèê³â äëÿ äîñÿãíåííÿ ïîñòàâëåíèõ ö³ëåé. Â³ä óñï³øíîñò³ öüîãî
ð³øåííÿ çàëåæèòü øâèäê³ñòü ³ ìîæëèâ³ñòü äîñÿãíåííÿ ïîñòàâ-
ëåíèõ ö³ëåé, à òàêîæ åôåêòèâí³ñòü ÿê îêðåìèõ ïðàö³âíèê³â,
òàê ³ ï³äïðèºìñòâ ó ö³ëîìó. Îäíàê, ï³ä âïëèâîì íèçêè ôàê-
òîð³â, â òîìó ÷èñë³ òàêèõ ÿê ñòóï³íü îñîáèñòî¿ â³äïîâ³äàëü-
íîñò³, â³äíîñèíè ç êåð³âíèêîì òà ³í., ïðàö³âíèê ìîæå ðîç÷àðó-
âàòèñÿ â ñâî¿é ðîáîò³, ïðîòå êåð³âíèöòâî çàö³êàâëåíå â òîìó,
ùîá ïðàö³âíèêè òâîð÷î òà ç åíòóç³àçìîì ñòàâèëèñÿ äî ñâî¿õ
îáîâ’ÿçê³â.

Êëþ÷îâ³ ñëîâà: ìîòèâàö³ÿ ïåðñîíàëó, ñóòí³ñòü ìîòèâàö³¿
ïåðñîíàëó, çíà÷åííÿ ìîòèâàö³¿ ïåðñîíàëó, ìîòèâàö³ÿ ïðàö³,
ìåòîäè÷í³ ï³äõîäè äî ìîòèâàö³¿ ïðàö³, ìàòåð³àëüí³ ìåòîäè
ìîòèâàö³¿ ïðàö³, íåìàòåð³àëüí³ ìåòîäè ìîòèâàö³¿ ïðàö³.
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The main task of modern enterprise management is to find
the most effective methods of personnel management, ensuring the
effectiveness of the enterprise as a whole. In such conditions effective
system of motivation becomes the most influential factor in increasing
the effectiveness of personnel work. Effective motivation promotes
creative, productive, intellectual attitude of the employee to his work
and directs him to achieve high performance in the organization.
That is why every manager in the sphere of personnel management
is faced with the question of forming an effective system of personnel
work motivation, which would meet the modern conditions of market
development and ensure successful operation of the enterprise and
its development, as well as development of the whole state economy.
Each employee has his personal incentives and motives that induce
him to perform certain functions and tasks. In recent decades there
has been a change in the management of enterprises, in which the
«human factor» has come to be regarded as the main factor in
achieving long-term success. Highly qualified, properly organized
personnel determine the fate of any enterprise. Creating the concept
of motivation at the enterprise it is necessary to find objects of
realization of separate types of material and moral stimulation. Each
enterprise independently chooses for itself the most appropriate
combination of material and socio-psychological incentives of
employees to achieve their goals. On the success of this decision
depends the speed and possibility of achieving the goals, as well as
the effectiveness of both individual employees and enterprises as a
whole. However, under the influence of a number of factors, including
such factors as the degree of personal responsibility, relationship
with the manager, etc., the employee may be disappointed in his
work, but the management is interested in employees to be creative
and enthusiastic about their duties.

Keywords: personnel motivation, the essence of personnel
motivation, the meaning of personnel motivation, work motiva-
tion, methodological approaches to work motivation, material
methods of work motivation, non-material methods of work
motivation.
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