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Technology of Determining Motivation Reserves for Management Staff

Abstract. In modern crisis conditions, the development and implementation of a mechanism for motivating management
staff at enterprise faces a number of complications, the main of which is the lack of financial resources. The purpose of
the article is to develop a technology for determining the reserves of motivational influence on the management staff of
the enterprise. To achieve this goal, the following methods of scientific research were used: generalization, comparison,
analysis and synthesis, the method of expert assessments, the questionnaire method, factor analysis, ranking and the
graphic method. Therefore, in order to reduce costs and ensure effective motivation of management staff, it is proposed
to identify reserves of motivational influence using the developed technology, which includes methods of factor analysis
(identification of latent factors influencing work behavior), assessment of the level of job satisfaction (identification
of positions that lag behind the standard) and ranking (arrangement of reserves by degree of influence). The list of
motivation factors includes 16 indicators: organizational structuring of work; professional development, acquisition of
new knowledge and skills; working conditions; financial incentive (salary and bonuses); power and influence; nature
of relations with colleagues; the possibility of success at work; the possibility of career growth; the opportunity to be
informed about the company’s affairs, to take part in the resolution of cases; recognition and approval of work results; high
level of responsibility; the possibility of creative and personal growth; confidence in the future, guarantee of employment,
stability; the nature of the relationship with management; level of work control; transparent assessment of work. The
application of the proposed technology at PJSC “Kharkivenergozbut” confirmed the possibility and necessity of its use for
determining reserves of motivational influence, and therefore, reducing motivation costs, forming an effective mechanism
for motivating management staff
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Numerous studies [1-3] show that Ukrainian enterprises
in the energy sector need a significant reform of the staff
motivation mechanism. The relevance and urgency of this
problem is confirmed by the low level of achievement of eco-
nomic and social goals of both enterprises and employees.
The mechanism of motivation is a complex system, the in-
tervention of which must be substantiated, the effective-
ness of the methods must be proven by applied research. It
is especially important to properly motivate management
staff — managers, employees of the management apparatus,
specialists of structural divisions that ensure the smooth
functioning and development of enterprises and organi-
zations. A significant obstacle in solving the problem of
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motivation is also the fact that most Ukrainian enterprises
today have financial problems and are not ready to spend
money on motivation. Such a situation is a closed circle,
because without managers and specialists who will be inter-
ested in the effective functioning of the enterprise in which
they work, the enterprise is doomed. Therefore, it is necessary
to look for the most important factors of motivation and
apply them in the practical activities of staff management.

Recent studies and publications show that moti-
vation does not lose its relevance even now. Many studies
raise the issue of determining the essence and improvement
of motivation in various organizations and enterprises.
Among them, it is possible to note the publications of
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J. Breaugh, A. Ritz, K. Alfes, which study the peculiarities of
the motivation of public service [4]; A. Sarandi, L. Kibalnyk,
N. Zachosova, who investigate the theoretical aspects of staff
motivation management, and the place of motivation in
the system of staff policy and staff security [5]; Z.V. Smirnova,
O.I. Vaganova, S. Sirotyk, who propose measures to improve
the motivation system of service enterprises [6]; I.N. Sycheva,
0.Yu. Voronkova, 1.V. Kovaleva et al., who analyze the the-
oretical foundations of the motivation staff of trade en-
terprises [7].

Researchers also pay considerable attention to mo-
tivation factors. L.D. Garmider and L.A. Gonchar list the
motivational factors of the productivity of the company’s
staff and analyze them [8]. Sh. Ritchie and P. Martin sug-
gest managing motivation using 12 motivation factors [9].
J. Taylor, G. Brewer, G. Ripoll, analyzing the motivation of
public service, single out four factors of motivation: pub-
lic-service orientation, legitimacy, merit and support [10].
Some authors offer practical recommendations for creating a
motivation system and a staff reward system [11-13].

The conducted analysis allows us to state that there
are insufficiently studied and unresolved issues of employee
motivation that require further scientific research. Thus,
more attention should be paid to the motivation of man-
agement staff, whose role in modern conditions has grown
significantly. There are practical problems regarding the
determination of the most significant factors of motiva-
tion, because in order to ensure that funds for motivation
are not spent in vain, it is necessary to implement only
those methods and means that will be oriented towards
meeting the most urgent needs of management staff. That
is, it is necessary to determine the reserves of motivational
influence on this category of employees.

The purpose of the study is to develop a technology for
determining the reserves of motivational influence on the
management staff of the enterprise.

MATERIALS AND METHODS

Since motivation is a complex system, which is described
mainly by qualitative characteristics, it is proposed to ob-
tain the information necessary for the determination of re-
serves using the method of expert assessments. This method
is a method of obtaining the information, needed by the
researcher, from experts, that is, the people who are spe-
cialists (professionals) in the field of knowledge, and fur-
ther processing of this data. According to numerous studies
on the application of the method of expert assessments in
management [14-16], experts largely compensate for the
lack of quantitative information about system elements.
And, in addition, their use provides an opportunity:

- carry out an analysis of complex systems, which are
mainly characterized by qualitative, informal processes,
situations, phenomena;

- carry out an a priori determination and ranking of the
most significant factors, that describe the behavior of the
system, in relation to the given criterion;
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- establish the optimal composition of information that
is needed for effective management of objects, including
development and decision-making;

- reveal additional subjective information in case of im-
possibility or difficulty of obtaining objective information;

- increase the effectiveness of mathematical methods
by increasing the accuracy of the definition and assessment
of qualitative aspects that are inherent in these methods;

- increase the reliability of target functions, which
are quantitative or qualitative in nature, by averaging the
opinions of highly qualified specialists;

- set initial conditions a priori and quickly adjust them
in management systems

In this study it is proposed to use the expert survey
scheme proposed in the work [17]. The author proposes the
following stages of an expert survey: selection of experts,
carrying out of the expert survey procedure, processing of
the obtained results. a representative sample of experts

When organizing the survey, care should be taken
to form a representative selective group of experts. Their
number can be determined in formal or informal ways. De-
termining the required number of experts in a formal way
involves the use of special formulas. In addition to this
method, the number of experts is proposed to be chosen
arbitrarily from 10 to 20 people, although in some cases
their certain increase or decrease is allowed [18].

In this study it is proposed to apply a formal method,
determine the number of experts according to the Bernoulli
formula [17, p. 219]. Based on this calculation, a sufficient
number of experts was determined — 10 people. Since there
are methods that allow to determine the number of the expert
group with sufficient certainty, the researchers emphasize
that all efforts should be spent not on increasing the num-
ber of experts, but on staffing the expert group with the most
qualified experts. Motivation as an object of research has a
number of features, among which the most significant is that
it is a component of the employee’s personality, and therefore
the management staff themselves should act as experts.

The form of obtaining information from experts is a
survey. The survey method involves obtaining information
in a situation of social and psychological communication.
In order to avoid conformity and reduce resource costs
(time, human, and financial), a written survey (question-
naire) was conducted. The authors developed a question-
naire that contains a list of questions, ordered by content
and form, related to the importance of various motivational
factors for staff and their level of satisfaction at the enter-
prise. It was distributed among managers, employees of the
management apparatus and specialists of the divisions of
PrJSC “Kharkivenergozbut” (4 women, 6 men). The survey
was conducted in December 2021.

The results of the survey were processed by the
method of factor analysis using the package of statistical
processing of information “STATISTICA”, version 10.0. It is
proposed to determine the possibilities of motivational
influence (reserves) in the sequence shown in Figure 1.
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1 stage

Determination of the quantitative and qualitative composition of experts at enterprise

Substantiation of factors of motivational influence on management personnel

Determination by experts of the level of influence of motivation factors on management personnel

Determination of latent factors of motivational influence on management personnel

- =

2 stage

Determination by experts of the level of actual use of factors of motivational influence at enterprise
(level of job satisfaction)

Determination of the list of reserves of motivational influence on management personnel - factors
that are not sufficiently used at the enterprise

- =

3 stage

Ranking by experts of discovered reserves by level of significance

Development of recommendations regarding the sequence of implementation of reserves of
motivational influence

Figure 1. Technology for determining motivation reserves of management staff
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The sequential implementation of technology stages
(Fig. 1), each of which contains a number of procedures,
ensures the achievement of the goal — determination of re-
serves of motivational influence in the most rational way.
Approbation of the proposed technology was carried out
on the example of PrjSC “Kharkivenergozbut”.

The assessment of the motivational situation at the
enterprise under study is carried out by the method of
factor analysis, which helps to assess the loading of factors
on each characteristic of motivation.

RESULTS AND DISCUSSIONS

The analysis of works devoted to the study of motiva-
tion shows that among researchers there is no unified
approach to understanding the factors of motivational
influence [8; 9; 11]. The classification of motivation fac-
tors by Sh. Ritchie and P. Martin is considered to be the
most successful and the one that corresponds to modern

realities [9]. However it is believed that for employees of
Ukrainian enterprises, especially those who hold manage-
ment positions, these factors alone are not enough, there-
fore, a more extended list of 16 indicators is proposed:
F1 - organizational structuring of work; F2 — professional
development, acquisition of new knowledge and skills;
F3 - working conditions; F4 — material incentive (salary
and bonuses); F5 — power and influence; F6 — nature of
relations with colleagues; F7 — the possibility of success
at work; F8 — the possibility of career growth; F9 — the
opportunity to be informed about the company’s affairs,
participate in solving cases; F10 — recognition and ap-
proval of work results; F11 - high level of responsibility;
F12 - the possibility of creative and personal growth; F13 —
confidence in the future, guarantee of employment, sta-
bility; F14 — the nature of the relationship with manage-
ment; F15 — work control level; F16 — transparent assessment
of work (Fig. 2).

| Factors of motivation |

3 v
Proposed by Sh. Ritchie and
P. Martin Suggested by the authors
! !

financial incentive

financial incentive (salary and bonuses)

physical working conditions

working conditions

structuring

organizational structuring of work

social contacts

the nature of the relationship with management

relationships

nature of relations with colleagues

recognition

recognition and approval of work results

striving for achievement

the possibility of success at work

power and influence

power and influence

diversity and change

level of work control

creativity

transparent assessment of work

self-improvement
interesting and useful work

professional development, acquisition of new knowledge and

skills

creative and personal growth

the possibility of career growth

the opportunity to be informed about the company’s affairs,

to participate in solving cases

high level of responsibility

confidence in the future, guarantee of employment, stability

Figure 2. Comparison of the motivation factors of Sh. Ritchie, P. Martin and the author’s list
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The motivation factors that stood out at the enter-
prise have a special set of characteristics for top and middle
managers and specialists of the enterprise’s structural units.

V. Luhova et al.

According to the results of the survey of managers,
3 factors of motivational influence were distinguished with
a dispersion of 38.64; 26.2; 12.4 (Table 1).

Table 1. Loading characteristics of the indicators according to the results of the survey of the managers
of PJSC “Kharkivenergozbut”

Factors Dispersion, % Indicator code Load
F4 0.790144
F10 0.791152
F11 0.825852
Factor 1 38.6
F12 0.943176
F15 0.825852
F16 0.791152
F5 0.930064
Factor 2 26.2 F6 0.830531
F14 0.930064
F1 0.781703
Factor 3 12.4
F2 0.933438

The most significant is the first factor, which de-
scribes 38.6% of the variance. It included the following
characteristics: material incentive (salary and bonuses),
recognition and approval of work results, high level of re-
sponsibility, creative and personal growth, level of control
over work, transparent evaluation of work. This allows us to
interpret it as a component of achievement in work.

The second factor, the level of dispersion of which
is 26.2%, includes indicators: management style, nature of

relations with colleagues, nature of relations with man-
agement. The structure of this factor allows us to define it
as social interaction. The third factor includes indicators:
organizational structuring of work, professional develop-
ment, acquisition of new knowledge and skills. This allows
us to interpret it as an intellectual component of motiva-
tional influence. As a result of data processing based on the
results of a survey of specialists, three factors with a variance
of 30.7 were identified; 26.6; 15.6 (Table 2).

Table 2. Load characteristics of indicators according to the results of a survey of specialists of P]SC “Kharkivenergozbut”

Factors Dispersion, % Indicator Code Load
F4 0.712196
F5 0.942650
Factor 1 30.7
F6 0.900705
F14 0.942650
F10 0.934909
F11 0.952253
Factor 2 26.6
F15 0.952253
Fl6 0.934909
F1 -0.701765
Factor 3 15.6
F12 0.959017

The first factor is the most influential (explains 30.7%
of the total dispersion) and includes the following indicators:
salary, management style, nature of relations with colleagues,
nature of relations with management. It can be seen that ba-
sis of this factor is social indicators, so it can be interpreted
as a component of social functioning and consumption.

The second factor reflects managers’ desire for justice
and includes indicators: recognition and approval of work
results, high level of responsibility, level of control over work,
transparent assessment of work.

The third factor includes such indicators as orga-
nizational structuring of work and the possibility of cre-
ative and personal growth, which allows us to interpret it
as a component of growth. It should be noted that these

Economics of Development. 2022. Vol. 21, No. 1

characteristics have opposite effects and they cannot be
implemented simultaneously, especially for creativity,
which is difficult to tie to a certain schedule and order.

In order for the managers to fully realize their cre-
ativity, ability to generate new ideas, find new solutions,
it is necessary to implement a more flexible work schedule
for such employees, provide freedom of action and the op-
portunity to acquire new knowledge, acquire new skills and
develop personal qualities.

The use of all significant factors of motivation of
management staff is an ideal option for influencing the
work behavior of this category of staff, but in modern con-
ditions, most engineering enterprises have financial diffi-
culties and are unable to implement it. On the other hand,

39 -.I



Il- 40

Technology of determining motivation reserves for management staff

ensuring the effective motivation of management staff is
an urgent necessity, because only high-quality performance
of management functions can lead the enterprise to a new
stage of development.

To resolve this contradiction, it is proposed to de-
termine the level of satisfaction with the use of factors of
motivational influence at each enterprise. This will allow
us to reduce the enterprise’s costs for motivation due to
the implementation of only those factors that are not suffi-
ciently used at enterprise. To determine the level of use of
factors of motivational influence, a program is proposed to
assess the level of job satisfaction based on the indicators
determined at the first stage.

The importance of job satisfaction in the context of
motivation is mentioned in works [4; 19]. The measure of
job satisfaction is a subjective assessment by employees of
the fulfillment of their requirements regarding the con-
tent, character, and working conditions at enterprise. To
determine the level of job satisfaction in our study, a rating
scale from 1 (insufficient provision) to 5 (good provision)
was adopted: completely satisfied - 5 points; satisfied -
4 points; not completely satisfied - 3 points; not satisfied
2 points; completely dissatisfied - 1 point. The positions that
lag behind the standard (5 points) indicate the presence
of reserves of motivational influence on employees. Basic
reserves (satisfaction level from 1 to 3.4 points) and ad-
ditional reserves (satisfaction level from 3.5 to 4.4 points)
can be distinguished. The second stage of the study gave
the following results:

- at the enterprise PJSC “Kharkivenergozbut”, most
of the factors of motivational influence determined at the
first stage of the research are used and allow meeting the
relevant needs of managers;

- there are no motivational factors, the use of which al-
lows to absolutely satisfy the relevant needs of management
staff, both for managers and for specialists, that is, they can
be defined as additional reserves of motivational influence.

For managers, the main reserves are professional de-
velopment, acquisition of new knowledge and skills, salary,
recognition and approval of work results, transparent assess-
ment of work. Additional reserves are the possibility of cre-
ative and personal growth, organizational structuring of work.

For specialists, the main reserves are salary, recogni-
tion and approval of work results, high level of responsibility,
creative and personal growth, level of control over work,
transparent evaluation of work. Additional ones - organiza-
tional structuring of work; leadership style; nature of rela-
tions with colleagues; nature of relations with management.

In order to determine the level of significance of
the discovered reserves, it is necessary to rank them. Let’s
consider the procedures of the third stage of the proposed

technology. A survey of experts was organized in the form
given in the work [15, p. 25], to determine the degree of
importance of reserves

The ranking method involves determining the con-
cordance of experts’ opinions. For this, it is necessary to
calculate the concordance coefficient (W). It is calculated
according to the formula proposed by Kendall [20]:

12€
W= @)
where € is the sum of squared deviations of the sum of
ranks from their average value; N — number of experts; n is
the number of assessment parameters.

A concordance coefficient close to 0 indicates a lack
of concordance, and 1 indicates a complete concordance of
experts’ opinions. For managers, the concordance coefficients
were:

-regarding the main reserves of motivational influence:

12+302 .
= @ 0,60 »

12%50
102(23-2)

- regarding additional ones - w =

For specialists:
- regarding the main reserves of motivational influence

12+1287 .
= =0,74>
102(63-6)

12+306
102(43-4)

- regarding additional ones - W = =0,61.

The obtained concordance coefficients indicate the
existence of consistency of experts’ opinions in both cases:
both regarding the main reserves of motivational influence
and additional ones.

In addition, to assess the significance of the concor-
dance coefficients, the y?[15] criterion was calculated [15]:

¥*=Nmn-1DW, 2)

where W is the concordance coefficient; N — number of
experts; n is the number of assessment parameters

For managers:

- regarding the main reserves of motivational influence
18.12) 11.14;
- regarding additional ones — 10 ) 7.38.

For specialists:

- regarding the main reserves of motivational influence
36.77 ) 14.45;
—regarding additional ones — 18.36 ) 11.14.

The calculated value of y* exceeds the table value,
and therefore, the consistency of the experts’ conclusions
is not accidental. The conducted research allows us to de-
termine the sequence of putting into effect reserves of
motivational influence on managers and specialists at en-
terprise (Figs. 3, 4).

Salary

Main reserves
of motivational

Improvement of qualifications, acquisition of new knowledge and skills

influence

Transparent assessment of work

Recognition and approval of work results

Possibility of creative and personal growth

Additional reserves
of motivational
influence

Organizational structuring of work

Figure 3. The sequence of putting into effect reserves of motivational influence on managers of PJSC “Kharkivenergozbut”
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Salary

Recognition and approval of work results

Main reserves
of motivational

Possibility of creative and personal growth

influence

Transparent assessment of work

High level of responsibility

Level of work control

Nature of relations with management

of motivational

Leadership style

influence

Additional reserves fl>

Nature of relations with colleagues

VA VAR VA VAR VAR AL A VAL AL

Organizational structuring of work

Figure 4. The sequence of putting into effect the reserves of motivational influence on specialists of PJSC “Kharkivenergozbut”

The conducted research allows us to conclude that
there are significant differences in the context of problems
of motivational influence for different categories of em-
ployees at PJSC “Kharkivenergozbut”. Yes, the difference
lies both in the number of main influence reserves and in
their composition. The same can be said about additional
reserves of influence - their number is much lower among
management staff. All this actualizes the expediency of an
individual approach in the process of motivating employees
working at enterprises of the energy complex.

Determining the reserves of motivational influence
and successively putting them into effect in compliance
with the basic requirements, given in previous studies by
the authors [21], allows us to form an effective mechanism
for motivating the management staff of the enterprise.

CONCLUSIONS

Thus, the conducted research confirmed the possibility
and necessity of using the proposed technology, which in-
cludes methods of factor analysis to determine latent fac-
tors, which influence work behavior, determine the level of
job satisfaction to determine the positions that lag behind the
standard and ranking in order to arrange reserves according to
the degree of influence to determine reserves of motivational
influence. The proposed technology allows us to move from
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BikTopiss MukonaiBHa Jlyrosa, IOnia BonoaumMmupisHa CoTHikoBa,
HikitTa KocTaHTMHOBMY HasapoB, AHAPI OnekcaHapoBud YypKiH

XapKiBCbKMM HaLioOHaNbHMM eKOHOMIYHUIM YHiBepcUTeT iMeHi CeMeHa Ky3Heud
61166, Nnpocn. Hayku, 9A, M. XapkiB, YKpaiHa

TexHonoriga BU3sHauUeHHd pe3epBiB MOoTUBaLUii
ynpaBniHCbKOro nepcoHany

AHoTauif. B cyuacHMX KpU30BMUX YMOBAxX pO3po0OKa Ta BITPOBAIKEHHSI MeXaHi3My MOTMBAIIii YITPaB/IiHCbKOTO ITEPCOHATY
Ha TigINPUEMCTBI CTUMKAETHCS 3 PSIIOM YCKIaJHEHb, TOJIOBHMM 3 SIKMX € O6pak (iHaHCOBMX pecypciB. MeTOI0 CTaTTi €
PO3p06IIeHHS TEXHOJIOTIi BU3HAUEHHSI Pe3epBiB MOTMBAIIi/IHOTO BIUIMBY Ha YIIPABIiHCbKII TIePCOHA MigIPUEMCTBA. [IJIst
MOCSITHEHHS 11iei MeTM BUKOPUCTOBYBAIMUCH TakKi METOIM HAYKOBUX MOCTIIKEeHb: y3araJbHEeHHSs, IOPiBHSIHHS, aHAJi3 Ta
CUHTE3, MeTOJI eKCIIePTHMX OLiHOK, MeTOJ, aHKeTyBaHHS, GaKTOpHMIT aHaJIi3, paHXUpPyBaHHS Ta rpadiuamii meton. Tomy
IUISI CKOPOUEHHSI BUTPAT Ta 3a6e3mneueHHs e(eKTUBHOI MOTHBAITii YITPaBIiHCHKOTO MTePCOHATY 3aITPOTIOHOBAHO BUSIBIISITU
pesepBM MOTMBAIIiIfHOTO BIUIMBY 3a JOIIOMOTOK PO3p06JIeHO] TEXHOJIOrI], 1[0 BKIIOUAE MpuitoMu (HakKTOPHOTO aHasIi3y
(BM3HauUeHHSI IaTeHTHUX YMHHMKIB BIIMBY Ha TPYJOBY I1OBENiHKY), OLiHKM PiBHS 3aJOBOJIEHOCTI Ipaleo (BU3HaAYeHHS
MO3MIIiJ, 3a SIKMMM € BiJCTaBaHHS Bif eTajioHa) Ta paHXKUPYBaHHS (YIMOPSIKYBaHHS pe3epBiB 3a Mipoi0 BIUIMBY).
o mepeniky YMHHUKIB MOTUBaIii BBiifuiM 16 MOKasHUKIB: OpraHisalliiiHe CTPYKTYpyBaHHS DOGOTH; MiJBUIIEHHS
kBaiikailii, oTpMMaHHsS HOBMX 3HaHb i HaBMYOK; YMOBM TIpalli; MaTepiajbHe 3a0XOUYeHHsS (3apobiTHa IuaTa Ta
npeMii); Bjaa i BIVIMBOBICTb; XapaKTep BiIHOCUH 3 KOJIeraMy; MOKJIMBICTb JOCATHEHHS YCITiXiB HA pO6OTi; MOXK/IUBICTD
Kap’€pHOT0 POCTY; MOKIUBICTb 6YTM iHPOPMOBAaHMM ITPO CIIpaBy GipMu, IPUITMATH yUaCThb Y BUPILIIEHH] CIIpaB; BUSHAHHS
i cXBaJIeHHSI pe3y/IbTaTiB PoOOTH; BUCOKUIT piBEHb BiITOBiMaIbHOCTI; MOXK/IMBICTh TBOPUOTO i 0COGMCTOrO 3pOCTaHHS;
BIIEBHEHICTb Y MaiiGyTHOMY, FapaHTist 3ai{HATOCT, CTabi/IbHICTh; XapaKTep BiAHOCHMHM 3 KEPIBHUIITBOM; PiBeHb KOHTPOJTIO 38
PO6OTOI0; TPO30pa OL[iHKa IIpalli. 3aCTOCYBaHHS 3alPOIIOHOBAHOI TexHosorii Ha [IpAT “XapkiBeHepros6yT” MmiATBEPOIO
MOSKJIMBICTD i HEOOXigHICTD i1 BUKOPMUCTAHHS 1)1 BUSHAUEHHS Pe3epBiB MOTMBAIliIHOTO BIUIMBY, & OTKe, CKOPOUYEHHSI
BUTPAT Ha MOTMBAILi10, GOpMyBaHHS e(heKTVBHOTO MeXaHi3My MOTHBAIIii YITPaBIiHCHKOTO TIePCOHAITY

KntoyvoBi cnoBa: 1ociifskeHHsI MOTUBAIlii, 3a0BOJIEHICTh Mpalielo, HGakTopy MOTMBAILi1l, eKCIIePTHe OMUTYBAaHHS
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