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Abstract. The successful achievement of an enterprise's strategic goals
requires a continuous process of encouraging employees to actively participate
in work activities. Purposeful motivation of staff is necessary to enhance labour
productivity and improve the overall performance of the organization.
Contemporary approaches to employee motivation management focus on
aligning the implementation of the company's strategic objectives with the
satisfaction of employees' key needs and expectations. Therefore, the main
objective of motivation management is to create and apply a system in which
the strategic priorities of the enterprise are harmonized with the interests and
needs of each employee. Under such conditions, employees clearly recognize
that their individual contribution to the work or production process plays a
significant role in achieving the company's planned results, and only in this case
can their personal interests and needs be effectively fulfilled.

Keywords. Incentive, material motivation, non-material motivation, staff
motivation, working conditions.

The issue of personnel motivation has always been relevant; however, its
forms and mechanisms have evolved under the influence of various factors,
including the economic conditions of both individual enterprises and the
national economy. It should be emphasized that the process of motivating
employees is determined not only by the socio-cultural characteristics and
mentality of society, but also by the individual psychological traits and personal
needs of each employee.

In modern conditions, enterprises pay considerable attention to the
development and improvement of personnel motivation systems, since the
effectiveness of employees' professional activity largely depends on their
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proper functioning. An effective motivation system plays a crucial role in
coordinating employees' individual goals with the strategic objectives of the
enterprise [1]. The implementation of well-grounded motivational measures
contributes to strengthening personnel policy, increasing employees'
involvement and interest in the organization's activities, and ultimately leads to
the growth of labor productivity and overall organizational performance.

There are many studies in the field of work motivation, among which we
can highlight the works of such scientists as M. Mescon, 1. R. Huffy, R.
Rosenberg and others [9]. In particular, motivation theories such as Abraham
Maslow's theory of needs, Herzberg's two-factor theory, as well as V. Vroom's
expectancy theory, occupy an important place in scientific publications [7, 2,
11].

Studies show that a high level of satisfaction with the work process is
reflected in the predominance of a positive and constructive attitude toward
professional activity among employees. This attitude is expressed through such
qualities as diligence, responsibility, and readiness to provide mutual support
within the team. A favorable perception of professional duties is also
demonstrated through adherence to the established work schedule, a willingness
to improve professional competencies, and the effective completion of assigned
tasks.

At the same time, low satisfaction with professional activity is often
accompanied by negative consequences, including violations of labor
discipline, a decline in work quality, increased staff turnover, and a higher
incidence of occupational illnesses. Therefore, the level of employee
satisfaction can be considered an important indicator of the effectiveness of the
personnel motivation system. Under such conditions of work organization,
employees tend to develop a more responsible and conscious attitude toward
the improvement of their professional skills.

Nowadays, enterprises apply various approaches to implementing
motivation systems within their organizations; however, several of them are
considered the most widespread.

Modern companies are gradually moving away from uniform incentive
systems that provide the same bonuses for all employees. Instead, they focus on
individualized approaches that take into account the age, gender, level of
education, professional experience, and personal values of each employee
[9, 10]. Such personalization allows organizations to create more effective
motivational mechanisms and increase employees' satisfaction with their work.

Nonmaterial forms of motivation are becoming increasingly important in
modern organizations. Opportunities for career growth, recognition of
employees' achievements, and access to professional development and training
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significantly influence employees' engagement and commitment to their work.
These factors help create a sense of value and importance among staff
members, which positively affects their performance.

Contemporary employees place great importance on comfortable working
conditions and a supportive work environment [3]. In particular, flexible
working schedules, a positive organizational climate, and the ability to maintain
a balance between professional responsibilities and personal life are highly
valued. Providing such conditions contributes to higher job satisfaction and
reduces employee turnover.

Organizations are increasingly introducing innovative approaches to
employee motivation. Among them are gamification, which involves the use of
game elements in the work process, digital personalization of reward systems,
and the application of insights from neuroscience to better understand
employees' psychological characteristics [4]. These methods help make
motivation systems more engaging and effective.

Under conditions of social and economic instability, such as martial law,
the priorities of employee motivation tend to shift. In such circumstances,
greater attention is paid to ensuring employees' safety, providing social support,
and implementing measures aimed at preventing professional burnout. These
factors play a crucial role in maintaining employees' psychological well-being
and organizational stability.

For effective management of the motivation system, both internal and
external factors influencing employees should be considered, as they encourage
them to achieve strategic goals and high work results. Internal factors include
personal aspirations, creative ideas, and the need for self-realization, while
external factors involve monetary rewards, career advancement opportunities,
social status, and a high level of employee well-being.

An effective motivation program is based on a balanced combination of
these factors, which helps align employees' interests with the goals of the
enterprise. International practice shows that companies implementing modern
motivational approaches achieve better results [6]. For example, leading
companies such as Google and Facebook apply the principles of Abraham
Maslow's hierarchy of needs in their motivation systems. Their programs
include benefits such as free meals, fitness activities, medical and psychological
support, and other services that improve employees' well-being and motivation.

Nowadays, almost every organization implements its own system of
employee motivation, which, like any system, has both strengths and
weaknesses. Studying various types of personnel motivation and adopting
international best practices enables companies to reduce the shortcomings of
their existing systems and enhance their effectiveness [5]. Employers should
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focus on maintaining stable work teams, understanding employees' needs, and
designing both strategic and tactical motivation programs.

The primary goal of developing a motivational program is to address
difficulties, reduce tension and conflicts, and resolve other organizational
issues, while also striving to maximize employee performance, especially in
unstable conditions that present new challenges.

In the context of modern challenges, personnel motivation should aim to
encourage employees to complete tasks efficiently and on time, enhance labor
productivity, foster a positive socio-psychological climate within the team,
minimize staff turnover, attract and retain skilled, competent, and highly
qualified professionals, strengthen employee loyalty to the organization and
employer and promote the development of corporate spirit and culture.

Genuine employee motivation is reflected in a high level of staff
engagement and commitment. Achieving and maintaining this level is much
easier when employees feel recognized, know that their ideas are heard, and see
that their contributions are valued. Enterprises whose managers underestimate
the importance of a structured motivation system often face negative outcomes:
increased turnover of talented personnel, reduced workforce stability, lower
productivity, a deteriorating sociopsychological climate, and heightened tension
between employees and management.

Summarizing the above, we can conclude that to increase the productivity
and efficiency of enterprises operating in the conditions of modern challenges,
it is necessary to constantly improve methods of motivating personnel to
achieve strategic goals and strengthen their competitive position in the market.
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The full-scale war in Ukraine has accelerated the transformation of
marketing communications, making digital technologies a critical condition for
business survival. Wartime realities forced companies to prioritize flexibility,
reliability, and continuous stakeholder interaction, turning digital
communications into a strategic mechanism for ensuring brand resilience and
consumer trust. The communication environment in Ukraine has shifted
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