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Abstract. The conditions of market economy bring about the problem of how to increase labour productivity at enterprises.
As of 2023, this is one of the most pressing and common issues that arise in competition. The article is aimed at studying
the importance of existing motivation systems and their impact on employee performance. The following methods were
used: historical, logical, observation, analysis of documents and literature research, expert assessment, study of statistical
data, application of a systems approach, methods of comparison, specification and grouping, modelling methods and
cause-and-effect relationship. In the process of scientific research, theoretical issues on staff motivation have been
analysed. The researches are considered, and the analysis of tools that affect the efficiency of team work by stimulating
successful work have been carried out. Tools that increase staff motivation, their types and the way they are used in
foreign practice have been studied. The influence of motivational tools on labour productivity of enterprise personnel
has been considered, efficiency evaluation of the proposed conceptual model and its impact on commercial awareness has
been provided. The tools, mechanisms, methods and innovations in personnel management and the development of its
responsible attitude to the goals of enterprise have been determined, the impact of corporate culture on the increase of
staff motivation has been investigated. The practical significance lies in the study of tools for increasing staff motivation
and their impact on the enterprise personnel productivity, which will help in the development of conceptual models and
methods of increasing staff motivation and contribute to the improvement of enterprise productivity
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¢ INTRODUCTION

Effective organization management requires a system of
positive incentives, since staff motivation is a key factor
to ensure the sustainable development of enterprises. In-
centives help strengthen the enterprise position on the
market and increase employee efficiency. The study of
the problem of stimulation in the management of moti-
vational factors is an important task for Ukrainian econo-
mists, especially in the conditions of complicated market

relations, and arouses interest among economists for a
more detailed study of this problem.

Taking into account market peculiarities, to improve
the quality of enterprise human resource management,
various methods are involved in stimulating employee in-
terest in labour results, increasing staff motivation, their
creative activity, building harmonious relations between
employees and management, improving labour efficiency
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and service quality. O. Sikun (2019) conducted a study on
motivation as the main factor in increasing the employee
efficiency at an enterprise and presented his own interpre-
tation of “staff motivation” concept. A.V. Zerkal (2022) ex-
amines innovative areas of personnel management based
on the formation of corporate culture and commercial
awareness of employees and identifies their development
trends. V. Thnatiuk & H. Tunina (2023) noted that non-ma-
terial motivation is an important component of staff moti-
vation system and its use can help increase the efficiency of
employees at an enterprise, so it is important for managers
to know the methods and assessments of staff motivation.
L.I. Zastavniuk (2022) paid special attention to the topical
issues of staff motivation at enterprises, since the efficien-
cy of the enterprise depends on the efficiency of the staff,
the need to improve the system of staff motivation, which
consists in increasing the efficiency of employee perfor-
mance and ensuring the growth of the overall efficiency of
the enterprise.

1. Dashko (2021) reveals the relationship between re-
muneration, the stimulating role of money and the use of
labour resources, as well as the process of evaluating the
work of staff, the formation of a motivation strategy in mod-
ern production, in particular the use of labour resources as
an important element of the enterprise. K.A.B.P. Pratame
& L.W.G. Supartha (2022) highlight the study which shows
that in order to improve employee productivity, enterprise
management should reduce work-family conflict, as this
can increase employee motivation in their work, resulting
in increased employee productivity both in terms of quan-
tity and by quality, timeliness. C. Fahriana & S. Sopiah
(2022) believe that the development of human resources is
necessary to achieve the organizational goals, which can
be done through improving the quality of employee work.
To improve the employee productivity, it is necessary to
have organized and effective management. Economists
G.A. Riak & D.B.A. Bill (2022) argue that motivation plays
an important role in achieving organizational success, and
the positive effect of motivation on service quality con-
tributes to the improvement of employee performance,
and employee competence has a positive effect on service
quality and their productivity. E.Y. Iis et al. (2022) proved
that work motivation partially mediates the effect of ca-
reer development and work environment on performance
and recommended that career development be improved
to create a favourable work environment and improve per-
formance. However, the above studies do not fully reveal
the specific content of staff incentives to increase business
awareness and productivity. One of the main problems in
this direction is the search for effective methods of apply-
ing the activation of the human factor through the use of
such a component as motivation. Therefore, the develop-
ment of methods and ways to improve staff motivation
at enterprises in any sector of the economy is considered
an important direction of research in modern theoretical
science, which determines the relevance of the proposed
research topic.

The research used general scientific and special meth-
ods, such as dialectical, historical and logical, which made
it possible to study the issue of staff incentives in different
contexts, including comparison with the practice of foreign
countries. A systems approach was also used to consider

49

the general processes of staff motivation, i.e. an analysis
and study of the incentive system as a complex system has
been carried out, which takes into account not only indi-
vidual methods and tools of staff motivation, but also their
interaction and interdependence. The methods of analysis
and synthesis were used to compare different approaches
to motivating staff, as well as to evaluate their effective-
ness in different situations. Methods of comparison, speci-
fication and grouping were used to more thoroughly iden-
tify the problem areas of the studied systems. The methods
of modelling and cause-and-effect relationship were used
in determining the factors that affect the effectiveness of
staff incentives and studying the causes of difficulties asso-
ciated with the search for effective strategies to overcome
them. The purpose of the article was to study the addition-
al possibilities of the existing systems of stimulating ac-
tivity of Ukrainian enterprises, to analyse their direct and
indirect influence on employee performance.

® ANALYSIS OF THE ACHIEVEMENTS OF
OTHER SPECIALISTS ON THE STUDIED ISSUES
Stimulating enterprise employees is an important success
factor in human resource management. A literature re-
view in this field includes various theories, approaches and
techniques that can be used to stimulate work and increase
productivity. Recent studies and publications show that
enterprises are increasingly paying attention to the devel-
opment of individual approaches to motivating their em-
ployees (Savchenko, 2021; Shevchenko, 2021; Melenchuk
& Yaremko, 2022). V. Savchenko (2021) emphasizes the fact
that one of the main trends in this regard is the transition
from traditional compensation systems, in particular wag-
es, to more flexible and individual approaches. For exam-
ple, some enterprises use systems of various bonuses that
are given to employees for achieving specific goals, such as
project success or increasing customer satisfaction. Anoth-
er important area is the development of employee training
and development systems. A study by V. Shevchenko (2021)
shows that employees who have the opportunity to learn
and develop are more satisfied with their work and achieve
better results. Many enterprises use such systems to pre-
serve and develop their own expertise and knowledge.
L.I. Melenchuk & I.I. Yaremko (2022) note the growing pop-
ularity of flexible work schedules and remote work, which
enable employees to plan their time more flexibly and
balance work and personal life. However, such approach-
es require additional attention to the interaction between
colleagues and the organization of communication. These
studies show that enterprises use a wide range of strategies
to increase the motivation of their employees.

In a broad sense, the term “stimulation” is used to de-
scribe the process of increasing human action or behaviour
in accordance with a specific goal. In the context of human
resource management, “incentive” refers to the use of var-
ious forms of motivation (e.g., material bonuses, salary
increases, promotions, praise, professional development,
etc.) to increase employee productivity. Scientists define
stimulation as a process of increasing the level of activity
of an employee, which is ensured by the use of motivation
tools and technologies that contribute to the achieve-
ment of goals and satisfaction of employee needs at work
(Al-kharabsheh et al., 2023). Accordingly, the incentive
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system should be well suited to a specific organization and
provide the most effective results depending on the type

of work performed in the company and the needs of em-
ployees (Table 1).

Table 1. Definition of staff incentives

Author ‘

AV. Zerkal (2022)

“a system of rewards and privileges in which management prioritizes its staff (in behaviour, compliance with the
rules or productivity) and stimulates the achievement of goals”

Definition of staff incentives

V. Thnatiuk &
H. Tunina (2023)

“ability of a person to satisfy his/her needs (material and spiritual) through work”

S. Nevmerzhytska
& T. Kozir (2021)

“helps employees achieve goals; get a positive perspective; create the power of change; build self-esteem and
abilities; manage their own development and help others, etc., contributes to the achievement of employee
personal goals and, accordingly, will contribute to the self-development of a person”

M. Vedernikov et al.
(2022)

“development of employees and rational use of their competence, optimization of the results of labour activity
of employees by increasing their desire for highly productive work”

I.I. Melenchuk &

LL Yaremko (2022) organization and content of work, etc.)”

“incentives are aimed at forming internal motivation of an employee or team through the introduction into
practice of various elements of labour activity organization (social conditions, conditions for calculating wages,

L. Chernysh &

M. Rozik (2022) the enterprise”

“these are incentives that encourage a person to perform a certain action. This understanding underlies various
motivational systems used in business and stimulating staff to increase labour productivity and reduce costs of

L.I. Zastavniuk
(2022)

“this concept should be understood as a qualitative symbiosis of internal and external factors, the use of which
is aimed at self-motivation, as well as the stimulation of the enterprise staff to increase efficiency indicators and
the level of labour productivity in organizations”

Source: made by the authors

The variety of theories of motivation is due to the fact
that a person is a complex and multifaceted individual, and
motivationistheresult ofinteraction of various factors,such
as biological, psychological, social and cultural. Theorists
have viewed this process from different perspectives and fo-
cused on different aspects of motivation. Different theories
of motivation differ in their approach to the description of
the motivational process, focus on different aspects of mo-
tivation, and the influence of various factors on motivation.

e STAFF MOTIVATION AS A KEY FACTOR

IN ENSURING ENTERPRISE SUCCESS

The productivity and efficiency of employees is a key factor
in the success of any enterprise. Motivation is one of the
main factors influencing employee productivity and can
be critical to the success of an enterprise. A well-organized
system of staff motivation can help increase the efficiency
of employees, stimulate them to be more involved in work
and achieve better results. Motivation should be not only
material, but also non-material, in particular, it can include
career development, recognition of achievements, the op-
portunity to influence decision-making, development of
skills and competences, etc. Personnel management is one
of the key functions of a manager, so he/she must know
how to properly motivate their employees to ensure the
success of the enterprise.

Many organizations have a poor understanding and
practice of employee motivation, resulting in more employ-
ees looking for work elsewhere. It is difficult to understand
the motivational factor of each employee due to the multi-
facetedness of human nature. To effectively stimulate em-
ployees, you need to study human nature and use a well-de-
fined approach to communicating with people. The direct
result of the employee stimulation depends on the interac-
tion with his/her manager. Stimulation is a skill that needs
to be learned and practiced by any enterprise in order to be

Development Management. 2023. Vol. 21, No. 2

successful. It is important to take into account such factors
as the needs of employees, their personal qualities, as well as
interaction with other elements of the personnel manage-
ment system. To achieve maximum effect, it is worth using
various incentive tools, such as material and non-material
incentives, opportunities for professional development and
self-realization, social guarantees and bonus programs. The
application of an incentive system in accordance with the
specific needs of employees helps to increase their produc-
tivity and ensure job satisfaction, which in turn positively
affects the performance of an enterprise as a whole. The
problem of stimulation lies in the difficulty of establishing
incentives for an individual employee of the organization.
Each employee has their own motivational factors, which
can be very different. For example, one employee may be
motivated by money, while another may be motivated by a
challenge and opportunity to grow. Stimulation factors can
change over time, depending on the individual needs and
goals of the worker. The problem is that many enterpris-
es use common approaches to staff incentives, which may
not be effective for each employee individually. For exam-
ple, an enterprise may offer bonuses to all employees for
achieving certain goals, but for some employees this may
not be motivating enough. It is hard to find ways to mo-
tivate employees who have different goals and interests.
One employee may be interested in career development,
while another may be more interested in a balanced life
and family. In such cases, enterprises must find individu-
al approaches to motivation, which can be a costly process.

Stimulation contributes to the achievement of per-
sonal goals of employees and promotes their self-develop-
ment. When an employee achieves his/her initial goals and
understands the relationship between effort and results, it
motivates them to continue to perform at a high level. The
presence of motivated employees in the organization is
extremely important and correlates with the success of the
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enterprise. Stimulating highly qualified and talented em-
ployees is an extremely important factor for increasing the
efficiency of any organization. It is impossible to succeed
ignoring the problem of staff incentives, however, it should
be noted that staff incentive system at the enterprise con-
sists of two main areas of material and non-material in-
centives. Material incentives include wages and bonuses,
they are one of the most effective forms of motivating em-
ployees. However, other factors must be taken into account
in order to achieve a high level of productivity. Wages can
only satisfy the physical needs of employees, but it should
be noted that the effect of improving productivity is short-
term. As the employee gets used to wages, they lose their
stimulating properties. There is a likelihood of such an im-
portant aspect as the competitiveness of wages. To achieve
maximum productivity, it is necessary to create a system of
non-material incentives that will satisfy the internal needs
of employees. Non-material incentives include opportuni-
ties for career growth, professional development, business
trips, flexible work schedule, sale of enterprise products
at lower prices, favourable working conditions, gratitude
from management, clear and understandable goals, as well
as the transfer of certain managerial powers to employees.
Therefore, in order to achieve an effective system of em-
ployee motivation, it is necessary to combine material and
non-material incentives.

o IMPLEMENTATION OF COMPONENT
SYSTEMS OF STAFF INCENTIVES AT
ENTERPRISES: A LOOK AT CLASSIFICATION
AND DIFFERENT FORMS OF INCENTIVES

The management of enterprises should focus on the de-
velopment and implementation of component systems
of non-material staff incentives, such as recognition of
proactive employees with certificates and thanks for their
work during the month, quarter and year, promotion of em-
ployees up the career ladder, ensuring staff development
through training programs, trainings, refresher courses,
conducting activities to create a favourable microclimate,
etc. Although for most enterprises a general-oriented sys-
tem of staff incentives is the most acceptable, foreign prac-
tice shows that it is worth considering the implementation
of group (for certain categories of employees) and individ-
ual (for valuable employees) incentive systems. The most
effective is the staff incentive system, which includes var-
ious forms of incentives that meet the needs of employees
and the capabilities of the enterprise.

One of the main characteristics of classification is the
method of influence, which is based on the feeling of fear
of punishment and the system of economic and non-eco-
nomic incentives. It contributes to the formation of values
and goals that are close to organizational ones. Classifica-
tion according to the subject of staff stimulation includes
intra-personal methods aimed at self-knowledge and the
influence of the subject on the object of stimulation. Signs
of the direction of influence help to create positive emo-
tions that stimulate the desire to succeed in professional
activities and avoid various types of punishments. The
main goal of management at any enterprise is to reduce
staff turnover, attract highly-skilled workers and increase
productivity. Therefore, it is important for the enterprise
to ensure a harmonious correlation of internal and exter-
nal motivational components in order to improve the effi-
ciency of staff. To increase the productivity of stimulating
employees of the enterprise, it is advisable to study their
needs and level of satisfaction with the existing incentive
mechanism. Based on the results of the analysis, manage-
ment will be able to determine the most effective forms and
methods of motivating employees. Most enterprises base
their employee incentive system on material incentives,
with non-material incentives being at a low level. The use
of ineffective forms and methods of stimulating employees
can lead to a decrease in labour activity and productivity
indicators of employees, which affects the quality of work
and hinders the achievement of better results compared to
previous periods and competitors.

When developing the staff incentive system of an en-
terprise, it is advisable to apply the following principles:
ensuring the possibility of developing professional skills
and experience of employees for the benefit of the organi-
zation; the motivational incentive mechanism of employ-
ees must meet modern requirements and be competitive.
The development of professional skills and experience of
employees is a key success factor of any enterprise. In order
to apply opportunities for the development of professional
skills and experience of employees for the benefit of the
enterprise, the following approaches can be used: develop-
ment planning, training and support, division of respon-
sibilities, use of new technologies. Modern requirements
for the employee incentive mechanism consist in the use of
more individualized and flexible approaches to employee
motivation. The basic requirements may include: focus on
the needs of employees, flexibility, individualization, in-
creased autonomy, use of technology (Table 2).

Table 2. Requirements for the employee incentive mechanism

Requirements Recommendations
Enterprises should create programs that provide opportunities for personal and professional development of
Focus on employee - . - R - S
needs employees, which contributes to increased productivity; programs should be designed taking into account the

needs and values of employees.
Enterprises should provide the opportunity to choose between different types of incentives, such as material

Flexibility and non-material incentives. Programs must be flexible and adaptable so that they can take into account the
different needs and interests of employees at different times.

.. L Enterprises must create individual approaches to employee motivation, since each employee has their own

Individualization - A

unique needs and motivational factors.

Increased Motivation programs should help increase the autonomy and self-management of employees. Programs can give

autonomy employees greater responsibility for their work and allow them to participate in important decision-making.
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Table 2, Continued

Requirements Recommendations

Use of technology N .
communication and increase data accuracy.

Businesses must use modern technology and tools to improve work efficiency and productivity, facilitate

Source: made by the authors

It is important to ensure fairness and transparency in
the incentive mechanism for employees. To do this, it is
possible to use such tools as a system for evaluating em-
ployees’ work, transparency in setting remuneration cri-
teria, involving employees in the decision-making process
on incentive issues. This approach allows maintaining the
trust and motivation of employees, as well as creates a pos-
itive reputation of the enterprise in the labour market. As
a result, an effective staff incentive system helps to ensure
the stability and development of the enterprise, as well as
meeting the needs and expectations of employees.

e THE IMPORTANCE

OF EFFECTIVE STAFF MOTIVATION

FOR THE SUCCESS OF THE ENTERPRISE

Low staff motivation at an enterprise can have serious neg-
ative consequences, such as a drop in labour productivity,
a decrease in product quality, high staff turnover, reduced
job satisfaction and overall motivation of employees, which
can threaten the stability of the enterprise. All this can af-
fect the stability of the enterprise and its profitability. An
effective staff motivation program is not an expense, but
an investment in the success of the enterprise (Fig. 1).

Figure 1. The negative impact of low staff stimulation on the enterprise

Source: created by the authors

It is important to ensure an adequate level of motiva-
tion for employees through the use of effective motivation
mechanisms, such as the development of incentive pro-
grams, the use of various forms of material and non-mate-
rial motivation, and take into account the individual needs
and interests of employees. Let us consider the factors of
negative influence, which are complex and in practice can
cause a negative series of events.

Decrease in productivity: if workers do not have suffi-
cient motivation, they may not work at full capacity, which
can lead to decreased productivity of the enterprise. In-
crease in staff turnover: if employees are not satisfied with
their jobs or lack sufficient motivation, they may look for
other jobs, which can lead to increased staff turnover. De-
crease in product or service quality: inadequate staff mo-
tivation can lead to a decrease in product or service qual-
ity, which can tarnish the enterprise reputation and lead
to losses. Decrease in customer satisfaction: if the quality
of a product or service deteriorates due to a low level of
staff motivation, this can lead to customer dissatisfaction
and reduced sales. Increase in costs: insufficient motiva-
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tion can lead to increased costs for replacing employees,
raising wages, or conducting training and other activities
to increase staff motivation. This can lead to an increase in
the overall costs of the enterprise. Increase in the number
of conflicts: A lack of motivation can lead to an increased
number of conflicts between employees and management,
which can lead to an overall negative impact on the at-
mosphere in the workplace. Decrease in innovativeness: if
employees lack sufficient motivation, they may be less in-
clined to innovate and come up with new ideas, which can
lead to a decrease in the competitiveness of the enterprise.
Increase in the number of errors: if workers are not moti-
vated enough, they may be less attentive, which can lead to
increased number of errors and can have a negative impact
on product or service quality.

The economic conditions of the enterprise may af-
fect the determination of priorities, since the enterprise
may be forced to focus on ensuring its financial stability
and performing urgent tasks in order to survive. This can
lead to less attention to staff needs and less investment in
employee development. It is important to ensure a balance
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between the financial needs of the enterprise and the needs
of employees, since insufficient funding for employee de-
velopment can lead to a decrease in productivity and qual-
ity of work, as well as to the loss of skilled workers. Conse-
quently, a low level of staff motivation can have a negative
impact on the business processes and financial indicators
of the enterprise. Enterprises must take care to have effec-
tive staff motivation strategies to ensure optimal levels of
productivity, product and service quality, as well as em-
ployee satisfaction and loyalty. For example, in a period of
economic instability, when an enterprise faces a reduction
in orders and a decrease in profits, incentive programs may
be limited. At the same time, it is necessary to take into ac-
count the fact that a drop in economic activity can lead to
a decrease in staff motivation and, accordingly, a decrease
in work productivity and the quality of manufactured prod-
ucts. On the other hand, in the period of economic growth
and business expansion, the enterprise can increase pro-
duction and profit, which makes it possible to attract more
resources to motivate staff. In such circumstances, it may
be advisable to use various types of incentives for employ-
ees, such as bonuses for achieving certain results, bonuses
for successful implementation of projects, etc.

So, enterprises must take into account the economic
situation and other factors in order to effectively use vari-
ous methods and programs to motivate staff. It is important
to ensure stability and a long-term perspective in the man-
agement of enterprise resources, in particular, providing the
adequate level of staff motivation to ensure the successful
operation and development of the enterprise as a whole.

® FOREIGN EXPERIENCE IN STIMULATING
STAFF
Almost every enterprise has an employee incentive system
adapted to its own needs. Each of the applied systems has
its pros and cons. Studying different types of staff incen-
tives, using foreign experience can allow organizations to
minimize the deficit of their own incentive systems and
work to improve them. It is this combination of factors that
leads to the efficient functioning of the enterprise resulted
in an increase in profit. In the 21 century, there is a situ-
ation when improving labour efficiency through financial
incentives for employees has lost its relevance, so enter-
prises need to introduce various methods of motivation,
which include not only material but also non-material sat-
isfaction of employees’ needs (Labor motivation ..., 2017).
X. Niu et al. (2021) examine the impact of different
types of rewards on productivity in the Chinese banking
industry. The study is based on the analysis of survey data
from bank employees, which included questions about
their motivation and rewards. The authors compare the ef-
fectiveness of different types of rewards, such as financial
incentives, moral incentives, and career development op-
portunities. They conclude that different types of rewards
have different effects on performance and recommend that
enterprises focus on developing integrated incentives that
include financial, moral and career aspects. In their article,
L. Chernysh & M. Kozyk (2021) explore a variety of staff in-
centive strategies in the context of effective management
in the service sector. Different types of staff incentives are
described, such as material and non-material incentives,
including wages, bonuses, salary increases, opportunities
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for professional growth, training and development. The au-
thors draw attention to the fact that effective staff incen-
tives are one of the key factors in building effective man-
agement in the service sector. The authors of the article
analysed the factors that affect the effectiveness of staff
incentive strategies. Among these factors, they name man-
agement style, communication and others. An important
aspect is also to take into account the individual charac-
teristics of employees, such as motivation, needs and in-
terests, when choosing certain strategies to stimulate staff.
As a result of the study, the authors conclude that success-
ful strategies for stimulating staff should be focused on
achieving specific goals of the organization, taking into ac-
count the individual characteristics of employees, etc.

A study by J. Kisang Asongwe (2023) deals with under-
standing the relationship between employment contract
and employee motivation. The author uses several research
methods, including descriptive, correlational, intersection,
causal in order to establish cause-effect relationship. As a
result, the author indicates a positive relationship between
the employment contract and employee motivation. The
study recommends that the employment contract should
be motivational for the employee to increase productiv-
ity. Y. Qhurani & H. Ubaidillah (2023) conducted a study
aimed to determine the impact of leadership style, com-
munication and motivation on employee productivity at
Pabrik Gula Candi Baru in Surabaya, Indonesia. To achieve
the goal, several methods were used, in particular, multiple
linear regression analysis. The results of the study showed
that leadership style, communication and motivation have
both partial and cumulative effects on employee produc-
tivity. The article by S. Alanizan (2023) is dedicated to
analysing the relationship between satisfaction and moti-
vation of employees and productivity of the organization.
It showed that a high level of satisfaction and motivation
of employees has a positive effect on productivity. The au-
thor emphasizes the importance of involving employees in
reaching organizational goals by ensuring their satisfac-
tion and motivation. The work contains information about
the relationship between satisfaction, motivation and pro-
ductivity of the organization.

A. Waghe et al. (2023) stated the goal of studying the
impact of rewards and recognition on employee motiva-
tion, identified the most practical of them and compared
monetary and non-monetary methods and their impact on
staff motivation. The authors used a descriptive design in
which employees of various companies were interviewed.
As aresult, it was found that various factors affect employ-
ee motivation and satisfaction. Moreover, a direct and pos-
itive relationship exists between rewards and recognition,
employee motivation and satisfaction, and the success of
an organization if it offers a variety of reward and recogni-
tion tools. The results of the study suggest that high-lev-
el needs of employees can be met only if their low-level
needs, such as wages, fringe benefits, etc., are met. Differ-
ent reward and recognition strategies can have different
motivational impacts on different employees, so managers
must understand problems of their employees and take
into account their personal and professional problems in
order to achieve optimal results.

S.M. Galli (2022) compares the concepts of “employee
motivation” and “employee engagement” and points out
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that these two concepts are often mistakenly perceived
as identical. The author claims that before taking an ac-
tion, it is necessary to understand whether the cause of the
problem is a lack of motivation or a lack of involvement.
C. Fahriana & S. Sopiah (2022) conducted a systematic lit-
erature review on the impact of motivation on employee
performance. The study proves that organized and effec-
tive activities are necessary to achieve high performance of
employees. However, Y. Fedorova et al. (2020) came to the
conclusion that the enterprise needs to involve employees
in discussing and solving problems in order to prevent the
risks of abusing certain types of motivation. A. Volkivska
et al. (2021) talk about the importance of employee mo-
tivation for the successful operation of enterprises in a
market economy. It is emphasized that in order to succeed,
enterprises must activate their human resources. This can
be done through effective motivation mechanisms that
will help provide motivated staff with the necessary level
of qualification. Also, the authors emphasize the impor-
tance of understanding the motivational factors of each
employee, his/her natural potential and current needs in
order to manage the employee, combining the goals of the
enterprise with employee interests. The results of the study
by H. Hastuti et al. (2023) showed that knowledge manage-
ment and work on employee engagement have a direct pos-
itive and significant impact on work performance and that
motivation mediates the interaction between knowledge
management and employee performance.

V. Kolesnyk (2022) draws attention to the problems
associated with the level of innovative managerial compe-
tence of functional managers and proposes an approach to
solving the problems of motivation and incentives for staff,
which involves the organization of professional training
system for managerial personnel. This will help ensure the
maximum level of managerial competence in the areas of
innovative and motivational functions of management and
guarantee effective change management in staff motiva-
tion system. N. Stolbunenko & V. Ivancho (2019) analysed
modern theories of motivation, especially procedural theo-
ries, and proposed rules for effective staff motivation. The
authors considered typical incentives that are relevant for
a modern Ukrainian enterprise, and carried out the search
for the most effective methods of stimulation. Also, they
paid special attention to the social policy of an enterprise
as a tool of economic stimulation and investigated the
main problems of staff stimulation and motivation at a
modern enterprise.

A.S. Tutova (2020) argues that for the successful devel-
opment of Ukraine’s economy and its integration into the
world economy, it is necessary to create a system that will
stimulate the labour activity of population and make an en-
terprise efficient and competitive on the world market. The
success of an enterprise depends on the quality of work of a
senior manager who must be motivated to achieve high effi-
ciency and profitability. A system of economic incentives for
top managers is a necessary and objective need to achieve
these goals. D.R. Nikulitas (2019) considers key success
factors in enterprise management and work performance
(work motivation, interaction with people, etc.). Conclu-
sions were made on the insufficiency of material incentives
in the motivational system, so, the system of labour incen-
tives at Ukrainian enterprises should be clearly defined and
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include goals, establish types of incentives in accordance
with the achieved results, evaluate work, determine the pe-
riod and terms of remuneration payments. I. Zahars (2023)
identified theoretical studies of the concepts of “employee
motivation” and “employee loyalty”, gave their interpre-
tation in real life and scientific literature and generalized
the meaning of these terms from various scientific aspects.

The study of scientific publications made it possible
to conclude that both internal and external work motiva-
tion significantly affect the productivity of employees. As
a result of the study, it was concluded that effective staff
stimulation is an important factor for increasing labour
productivity and achieving success of an enterprise. The
study found that successful enterprises use a combination
of strategies to motivate their staff, such as financial incen-
tives, professional development, career opportunities and
social programs. It is important to ensure an equal and fair
approach to the stimulation of all employees at an enter-
prise. To be successful, enterprises must regularly evalu-
ate the effectiveness of their staff incentive strategies and
make necessary adjustments. Comparing the results of this
article with the results of other studies, it is possible to con-
clude that there is a wide range of tools and strategies that
can be used to stimulate workers at enterprises. For exam-
ple, financial incentives, opportunities for professional de-
velopment and advanced training, bonus systems, reward
systems, social packages, proper working conditions, etc.
However, there is no one-size-fits-all approach that will
work for all organizations, as each organization has its own
unique characteristics and the needs of its staff. Therefore,
before applying any staff incentive strategies, it is neces-
sary to carefully analyse the specific conditions and needs
of the organization. It is necessary to remember the impor-
tance of monitoring and evaluating the effectiveness of staff
incentive strategies that will allow making timely adjust-
ments and improvements to the existing incentive system.

e CONCLUSION
In the course of the research, a critical analysis of the most
significant works of foreign and Ukrainian scientists con-
cerning the influence of enterprise staff stimulation on
labour productivity has been carried out. It has been es-
tablished that effective staff stimulation consists in find-
ing individual approaches to employee motivation, since
each employee has their own motivational factors that can
change over time, so material and non-material incentives
should be combined. Strategies for stimulating staff while
building effective planning have been developed, from
which a conclusion was made about the need to use a wide
range of tools that take into account individual needs and
values of employees. Such tools may include financial in-
centives, opportunities for professional development and
advanced training, bonus systems, social packages, proper
working conditions, etc. An important element of effective
stimulation has been traced: it is constant monitoring and
evaluation of the effectiveness of staff incentive strategy,
which allows making timely corrections and improvements
in the existing incentive system. This approach has been
found to create an optimal work environment, retain and
attract talented employees, and achieve market success.
Staff incentives are necessary to increase productivity,
but the success of any incentive program depends on many
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factors, such as employee motivation, quality of manage-
ment, and others. When establishing the course of devel-
opment, it should be noted that it is important for commer-
cial enterprises to pay attention to Western management
practices that can be effective for the Ukrainian labour
economy. However, when borrowing these practices, it is
necessary to take into account national traditions, men-
tality and other features of society. For example, a general
motivation program for all employees at the same time is
unrealistic, so it is necessary to develop appropriate meth-
ods and practices for a certain period, taking into account
corporate culture and the characteristics of the workforce.
This approach will make it possible to effectively motivate
staff and ensure the optimal level of productivity and prod-

uct quality. One of the possible areas of research may be to
study the effectiveness of stimulating workers in various
sectors of the economy and its impact on labour productiv-
ity. Also, possible directions may include the study of the
impact of incentives on reducing staff turnover, the devel-
opment of individual incentive programs for employees,
the introduction of new incentive methods that have been
successful abroad.

o ACKNOWLEDGEMENTS

None.

o CONFLICT OF INTEREST

None.

e REFERENCES

[1] Alanizan, S. (2023). How does employee satisfaction and motivation affect productivity? International Journal of
Business and Management, 18(2), 55-60. doi: 10.5539/ijbm.v18n2p55.

[2] Al-kharabsheh, A.S., Attiany, M.S., Alshawabkeh, R.O.K., Hamadneh, S., & Alshurideh, M.T. (2023). The impact of
digital HRM on employee performance through employee motivation. International Journal of Data and Network
Science, 7(1), 275-282. doi: 10.5267/j.ijdns.2022.10.006.

[3] Chernysh, I., & Kozyk, M. (2021). Modern forms and methods of employees motivation at service companies. Science
Journal “Economics and Region”, 1(80), 87-91. doi: 10.26906/EiR.2021.1(80).2242.

[4] Dashko,I.(2021). Motivation of personnel in the system of managing the economic efficiency of labor resources of
the enterprise. Taurida Scientific Herald. Series: Economics, 10, 22-28. doi: 10.32851/2708-0366/2021.10.3.

[5] Fahriana, C., & Sopiah, S. (2022). The influence of work motivation on employee performance. Asian Journal of
Economics and Business Management, 1(3), 229-233. doi: 10.53402/ajebm.v1i3.237.

[6] Fedorova, Y., Kolesnichenko, O., & Malyuta, N. (2020). Research of motivation of personnel of economic entities.
Adaptive Management: Theory and Practice. Series Economics, 8(16). doi: 10.33296/2707-0654-8(16)-10.

[7] Galli, S.M. (2020). Employee motivation and engagement. In BUSI-1002 Introduction to Management and Leadership
(pp. 1-7). Washington: Walden University.

[8] Hastuti, H., Muslim, C., Yusuf, Y., & Ikrar, M. (2023). The role of motivation as a mediator of influence knowledge
management on employee performance. World Journal of Advanced Research and Reviews, 17(1), 1090-1100.
doi: 10.30574/wjarr.2023.17.1.0126.

[9] TIhnatiuk, V., & Tunina, H. (2023). Personnel motivation as a factor in improving the efficiency of enterprise
management systems. International Science Journal of Management, Economics & Finance, 2(1), 75-83. doi: 10.46299/j.
isjmef.20230201.08.

[10] Iis, E.Y., Wahyuddin, W., Thoyib, A., Ilham, R.N., & Sinta, 1. (2022). The effect of career development and work
environment on employee performance with work motivation as intervening variable at the office of agriculture
and livestock in Aceh. International Journal of Economic, Business, Accounting, Agriculture Management and Sharia
Administration (IIEBAS), 2(2), 227-236. doi: 10.54443/ijebas.v2i2.191.

[11] Kisang Asongwe, J. (2023). The correlation between an employment contract and employee motivation. Human
Resource Management, 5, 45-70.

[12] Kolesnyk, V. (2022). Features of staff motivation and stimulation at industrial enterprises in the conditions of a
pandemic. Food Industry Economics, 14(1), 37-41. doi: 10.15673/fie.v14i1.2267.

[13] Labor motivation in different countries of the world. (2017). Retrieved from http://www.pidpryemec.com/useful
management/%D0%BCotivation-of-labor-in-different-countries-of-the-world/.

[14] Melenchuk, L.1., & Yaremko, I.1. (2022). Increasing personnel motivation as a factor in the effectiveness of organization
activity. Grail of Science, 17,94-98. doi: 10.36074/grail-of-science.22.07.2022.013.

[15] Nevmerzhytska, S., & Kozir, T. (2021). Personnel motivation in a modern company. In I International Scientific and
Practical Conference “Problemas y perspectivas de la aplicacion de la investigacion cientifica innovadora” (pp. 42-43).
Panama: Centro de Estudios Estretégicos. doi: 10.36074/logos-11.06.2021.v1.11.

[16] Nikulitsa, D.R. (2019). World experience of labor motivation and the possibility of its implementation in Ukraine.
In Thirty-fifth economic and legal discussions: Materials of the international scientific and practical Internet conference
(pp. 20-24). Lviv: Naukova spilnota.

[17] Niu, X., Liu, J., & Yang, H. (2021). The impact of different types of rewards on employee performance: Evidence from
Chinese banking industry. Journal of Business and Psychology, 36(3), 387-401.

[18] Pratame, K.A.B.P., & Supartha, LW.G. (2022). Employee motivation mediate the effect of work-family conflict
on employee performance. International Journal of Business, Economics & Management, 5(4), 432-445. doi: 10.21744/

ijbem.v5n4.2028.
[19] Qhurani, Y.Q., & Ubaidillah, H. (2023). The influence of leadership style, communication and motivation on employee
performance. Indonesian Journal of Law and Economics Review, 18(1), 6-15. doi: 10.21070/ijler.v18i0.854.

55 Development Management. 2023. Vol. 21, No. 2



Study on the impact of incentives for enterprise personnel...

[20] Riak, G.A., & Bill, D.B.A. (2022). The role of employee motivation. IJRDO - Journal of Social Science and Humanities
Research, 8(11), 40-44. doi: 10.53555/sshr.v8i11.5388.

[21] Savchenko, V. (2021). Improving the stimulation of professional training of personnel. Professional Pedagogics, 2(21),
83-91. doi: 10.32835/2707-3092.2020.21.83-91.

[22] Shevchenko, V. (2021). The formation of the system of motivation and stimulation of work activity the personnel of
the enterprise. Economic Forum, 1(3), 99-103. doi: 10.36910/6775-2308-8559-2021-3-14.

[23] Sikun, O.(2019). Motivation as a factor of improving efficiency of labor personnel of the enterprise. Young Scientist, 1
(65), 506-510. doi: 10.32839/2304-5809/2019-1-65-116.

[24] Stolbunenko,N., & Ivancho, V. (2019). Modern trends of formation of the staff motivation and stimulation system at the
modern enterprise. Market economy: Modern management theory and practice, 18(3(43)), 217-232. doi: 10.18524/2413-
9998.2019.3(43).183688.

[25] Tutova, A.S. (2020). The role and place of economic stimulation of top managers in the activity of the enterprise.
Bulletin of the Volodymyr Dahl East Ukrainian National University, 2(258), 93-95.

[26] Vedernikov, M., Volyanska-Savchuk, L., & Zelena, M. (2022). Monitoring employee motivation as a means of
improving the competitiveness of enterprise personnel. Modeling the Development of the Economic Systems, 3, 39-48.
doi: 10.31891/mdes-2022-5-5.

[27] Volkivska, A., Osovska, G., & Semenyuk, T. (2021). Forms and methods of stimulating productive activity in the
conditions of corporate governance. Effective economy, 1. doi: 10.32702/2307-2105-2021.1.103.

[28] Waghe, A., Mulani, S., & Dambe, P. (2023). Effect of reward & recognition on employee motivation. Retrieved from
https://www.researchgate.net/publication/368425232 Effect of Reward Recognition On_Employee Motivation.

[29] Zahars, 1. (2023). Theoretical significance of the concepts of “employee motivation” and “employee loyalty”. In
Individual. Society. State. Proceedings of the International Student and Teacher Scientific and Practical Conference (pp.
124-128). doi: 10.17770/iss2022.7036.

[30] Zastavniuk, L.I. (2022). Staff motivation as a factor increasing competitiveness of the enterprise. Economics and
Society, 45. doi: 10.32782/2524-0072/2022-45-54.

[31] Zerkal, A.V. (2022). Corporate culture and commercial awareness of personnel — innovative directions for the development
of enterprises. Tallinn: Teadmus OU.

OocnipkeHHs BNNMBY CTUMYNIOBaHHSA NMepcoHasny nianpueMcrea
Ha NPOAYKTUBHICTb Npaui

MapwuHa IBaHiBHa Macbko

KaHgomnoat eKOHOMIYHUX HayK, OoLEeHT

XapKiBCbKMIN HaLliOHaNbHMIM eKOHOMIYHUM YHiBepcuTeT iMeHi CeMeHa Ky3Heus
61166, npocn. Hayku, 9A, M. XapkiB, YKpaiHa
https://orcid.org/0000-0002-2784-4997

BikTopis BikTopiBHa CaMOM/IeHKO

KaHaomnoat eKOHOMIYHUX HayK, OOLEeHT

XapKiBCbKMIN HalliOHaNbHUIM eKOHOMIYHUM YHiBepcKTeT iMeHi CeMeHa Ky3Heus
61166, Nnpocn. Hayku, 9A, M. XapkiB, YKpaiHa
https://orcid.org/0000-0002-4702-7193

AHoTalist. B yMoBax pMHKOBOI €KOHOMiKM IOCTa€ Mpo6iemMa MigBUILEHHST TPOAYKTMBHOCTI Mpalli Ha MiAIpueMCcTBax.
CraHoM Ha 2023 piK, Ile ofHe 3 HaltbLIbII aKTyaTbHUX Ta PO3IMOBCIOI)KEHMX MUTaHb, SIKi BUHMKAIOTh Y KOHKYPEHTHIli
60poTh6i. MeTO0 cTaTTi 6Y/I0 JOCITIIKEHHST BAXK/IMBOCTI iCHYIOUMX CUCTEM MOTMBALIii Ta IX BIUIMBY Ha pe3y/lIbTaTy Mparii
MepcoHany MignpueMcTB. Byso BMKOPDUCTAHO MeTOAM: iCTOPUYHMIA, JIOTIUHMIL, CIIOCTepeXeHHS, aHali3 JOKYMEeHTiB
Ta AOCIiI)KEeHHS JiTepaTypy, eKCcllepTHa OLiHKa, BUBUEHHS CTaTUCTUYHMX JAaHMX, 3aCTOCYBaHHSI CMCTEMHOIO IifXOAy,
MeTOO} TOpPiBHSIHHS, KOHKpeTu3allii Ta TpyryBaHHS, METOOM MOJEIIOBAHHS Ta MPUYMHHO-HACIiAKOBOTO 3B’SI3Ky. B
mpolieci HayKOBOTO AOCTiAKEHHST OYyJI0 ITPOaHaTi30BaHO TEOPETHYHi MUTAHHS 3 MOTMBAILii MMepcoHaay opraHisarii.
Po3IISIHYTO JOCHTiAKEeHHST Ta MPOBeNeHO aHaji3 iHCTPYMeHTIB, SIKi BIUIMBAIOTh Ha edeKTMBHICTb Mpalli KOMeKTUBY
IIJIIXOM CTUMY/IIOBAHHS O YCHINIHOI Ipali. BMBUeHO iHCTpyMeHTM MifBUILEHHSI MOTMBALil NMpaliBHUKIB, IX BUAYM Ta
0COGMMBOCTI BUKOPUCTAHHS B iHO3€MHOMY TOCBi/Ii. PO3IJITHYTO BIUIMB MOTUBAIIiIIHUX iHCTPYMEHTIB Ha MPOTYKTUBHICTb
mpaili MepcoHalTy IMiANPUEMCTBA, HATAHO OIiHKM e(eKTMBHOCTI 3aMpOIIOHOBAHOI KOHIENTYaabHOI MOMENi Ta BIUIUBY
Ha KOMEPI[iiiHy CBimoMicTb. Bu3HaueHO iHCTpyMeHTH, MeXaHi3MM, MeTOIM Ta iHHOBALlii B yIIpaB/iHHI IIepCOHAIOM Ta
PO3BUTKY J10TO BiATIOBiZaabHOTO BiJHOIIEHHS [0 Lijeii NiJNPUEMCTBA, JOCTiIKEHO BIIJIMB KOPIIOPAaTMBHOI KY/JIbTYPU Ha
MiABUILleHHS MOTUBAIlii MpaiiBHUKIB. [IpakTYHe 3HAUeHHSI MOJSATA€ Y BUBUEHHI iHCTPYMEHTIB MigBUIIIeHHSI MOTUBALIil
MPALiBHNKIB Ta iX BIUIMBY HAa MPOAYKTUBHICTH MEPCOHATY MiANPUEMCTBA, 10 JOTIOMOXEe B PO3POO6Ii KOHIENTYyaIbHUX
MoJenelt Ta MeTOAMK ITiIBUIIEHHS] MOTUBALlil ITPAI[iBHMKIB Ta CIIPUSATIME MTOKPALIeHHIO MPOAYKTUBHOCTI MiJIIPUEMCTBA
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