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THEORETICAL FUNDAMENTALS OF LABOR MOTIVATION AND ITS STIMULATION AT
DOMESTIC ENTERPRISES

Anomauis.

Y cmammi pozenanymi ocHo6ui numanHs cyuacHo2o emany CrmuMyI08aHHs NPAayi NePCOHATY HA NIONPUEM-
cmeax Ykpainu. [Ipoananizoeano 6niug nNOMoYHUX YMO8 eKOHOMIUHOI KOH TOHKMYpU Ha NPoOyKMuUsHicms npayi i
npoyec momusayii cniepobimuukie opeanizayii. Ilepepaxoeano npuxinadu memoodis e@eKmusHO20 CMUMYIIO-
6AHHS NPAYL NEPCOHALY HA YKPAITHCOKUX NIONPUEMCINEAX.

Bcmanoesneno, wo 0na eimuuzuanux nionpuemcma oxcepenamu niosuuyenns npooyKmueHoCmi npayi cma-
10Mb 0PeaHizayitiHo-eKOHOMIYHI akmopu, sKi 6NAUBAIOMb came HA eeKMUBHICMb «AHCUBOL» npayi, OONOEHIO-
H0Mb MamepiaibHo-MeXHIUHI PaKmopu ma cmeoproioms nepedymosu peanizayii 0cooucmicHo2o nomeHyiary npa-
YIBHUKA.

Haczonoweno, wjo momusayiiinuil Mexanizm, K axcaIusull (paxmop Gopmysants echekmusHoi cucmemu cmu-
MYNIOBAHHS 8 NPOYeCE YNPABIIHHS NEPCOHANOM, BUMAAE NOCMIUHO20 OOCHIONCEHHS NPOYeCy PO3GUMK) Md 1020
cmpyKkmypu3sayii i 600CKOHANEHHS.

Abstract.

The article considers the main issues of the current stage of stimulating the work of staff at the enterprises of
Ukraine. The influence of current conditions of economic situation on labor productivity and the process of moti-
vation of employees of organizations is analyzed. Examples of methods of effective stimulation of work of the
personnel at the Ukrainian enterprises are listed.

It is established that for domestic enterprises the sources of increasing labor productivity are organizational
and economic factors that affect the efficiency of "live" work, complement the material and technical factors and
create the preconditions for the realization of personal potential of the employee.

It is emphasized that the motivational mechanism, as an important factor in the formation of an effective
system of incentives in the process of personnel management, requires constant research of the development pro-
cess and its structuring and improvement.

Knrouosi cnosa: momusayis npayi, cucmema CmuMyaio8aHHs, NePCOHANL, NPAYIGHUK, NIONPUEMCMBO, edeK-
MmueHicmo.
Keyword: work motivation, incentive system, staff, employee, enterprise, efficiency.

Formulation of the problem.

With the intensification of the process of
formation of market relations, the essence of such
important economic categories and processes as
material  incentives and income  generation
fundamentally changes.

Modern market conditions of Ukraine's economy
require business leaders to constantly work to improve
the quality of their products and increase the level of
financial stability, which is important for attracting
foreign investment capital. By achieving these goals,
the company is able to increase the level of
competitiveness of both business and its products /

services. There is only one question: to find the tools
with which the management implements the above
tasks. Among them - the management of labor and
productivity, which depend on the volume of products
produced in relation to the cost of their labor.

The development of the incentive system is a
comprehensive approach to addressing the issue of
improving the efficiency and quality of work in the
formation of new economic relations in the agricultural
sector of the economy. When using it in the
management of an agricultural enterprise, it becomes
clear how well developed the current system of
selection, adaptation, training, placement of personnel,
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as well as the formation of relationships between
employees of enterprises.

The peculiarity of a comprehensive approach to
the system of labor incentives is the formation of
working conditions of agricultural personnel, which
depends on the specifics of the industry, seasonality of
production and other components of production
processes. Therefore, the system is a unity of
interdependent and interacting elements that are able to
actively interact with the environment to change its
structure, while maintaining integrity, to choose one of
the possible lines of behavior to achieve a common
goal. Social order systems are self-governing systems.
Any self-managing system is divided into two
subsystems: managed and control.

Implementation of economic reforms in the state,
change of forms of ownership, its privatization and
privatization, creation of a multidisciplinary sphere of
management in agriculture require changes in
approaches to remuneration and systems of material
incentives for all categories of workers. There are also
significant changes in the legislation of Ukraine, the
basic rights and responsibilities for wages and its
promotion have been transferred by the state to
agricultural producers.

The purpose of the article is to theoretically
substantiate and develop practical recommendations
for the system of stimulating labor motivation of
employees of agricultural enterprises in market
conditions.

Analysis of recent research and publications.

In modern conditions, the formation of an existing
system of material incentives for labor, which provides
competitive advantages of agricultural enterprises is the
most important condition for increasing the
effectiveness of agricultural enterprises. Evaluation of
the effective use and formation of a system of material
incentives in the center of attention of many
economists. A significant contribution to solving this
problem was made by domestic and foreign scientists:
A. Maslow, V.S. Diesperov, D. McClelland, M.Y.
Malik, O.A. Bugutsky, O.G. Shpykuliak, L.I.
Mikhailov, but some issues still remain relevant and
modern.

The Guidelines for the organization of material in-
centives for employees of enterprises and organizations
state that material incentives are a means of meeting the
material needs of workers depending on the results of
their collective and individual work through a system
of legislative, regulatory, economic, social and organi-
zational factors and measures, associated with produc-
tion. The system of material incentives - a set of basic
and additional indicators for assessing the collective
and individual results of work, in which workers are
made various incentive payments in excess of basic
wages in order to use their material interest to increase
productivity, efficiency and competitiveness [1].

The economic encyclopedic dictionary defines
that economic forms and methods of motivating people,
based on the use of material interest of man in raising
the level of wages, in obtaining additional monetary re-
wards, gifts and other incentives [2].

V. Petty in his work "Motivation as a factor in ac-
tivating labor behavior" emphasized: "land - the mother
of wealth, and work - his father" [3].

The system of motivation at the level of the agri-
cultural enterprise should be based on the following re-
quirements: provision of equal opportunities for em-
ployment and promotion according to the criterion of
labor productivity; reconciling the level of remunera-
tion with its results and recognition of personal contri-
bution to the overall success; creating appropriate con-
ditions for the protection of health, safety and well-be-
ing of all employees; providing opportunities for the
growth of professional skills, the realization of the abil-
ities of employees; maintaining an atmosphere of trust
and interest in the team to achieve the common goal [4].

Staff incentives are measures taken to provide em-
ployees with decent working conditions and the satis-
faction of their personal interests. Naturally, these
measures are aimed at achieving the goals of the organ-
ization [5, p. 53].

According to N. Pitel "... stimulation in the pro-
cess of labor relations management is the main way to
realize the motivation of labor activity.” In his opinion,
the higher the quality of the workforce, and the better
the organization of labor relations, the less there is a
need for direct incentives in the process of managing
people in the enterprise [6].

M.S. Bashmak emphasizes that the encourage-
ment of employees with cash benefits should be based
on the results of work [7].

According to research by the Harvard Business
School, only 10% of people work consistently well or
consistently poorly. The remaining 90% need clearly
defined tasks and incentives to benefit the company.
From this we can conclude that the success of the whole
enterprise largely depends on a well-thought-out sys-
tem of motivation [9].

The main motives for employment for employees
of agricultural enterprises, as noted by A. Babenko and
O. Vasiliev are: wages, property income, working con-
ditions, professional and career growth, the right to par-
ticipate in economic issues, receiving from the com-
pany socio-cultural services [8].

According to O. Kovalenko and A. Gogolenko,
the purpose of incentives is not only to encourage peo-
ple to work, but also to force them to do it better than
provided by labor relations, ie an effective system of
incentives should be based on the results of work [11].

A number of authors [12] define incentives as a set
of external conditions created by business entities
themselves for more successful realization of their own
needs.

Regarding the motivational process, the situation
with its implementation in the agricultural sector is
even more critical, as noted by M. Shatokhina and M.
Blazhko [10].

In our opinion, work in agricultural enterprises has
its own specifics, which affects its payment and incen-
tives.

Results of the research.

Stimulation of labor is a way to manage the behav-
ior of social systems of different hierarchical levels, is
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one of the methods of motivating labor behavior of ob-
jects of management. Therefore, every agricultural en-
terprise is interested in increasing labor productivity
and efficient use of its labor resources.

"Labor efficiency" and "quality of work™ are key
factors in increasing the company's profits in the long
run.

In the economic literature, various definitions of
labor quality are given.

V.Ye. Shoemaker notes that the quality of work -
a set of properties of the labor process, due to the ability
and desire of the employee to perform certain work
along with certain requirements [13]. The quality of la-
bor can be defined as a relatively stable set of proper-
ties, which creates its essential certainty as a special
type of activity and causes different production results.

In the economic encyclopedia, this definition of
the quality of labor is a set of specific actions aimed at
achieving a certain material goal, which distinguishes
one type of specific work from another. The qualitative
side of work is characterized by such indicators as com-
plexity, intensity, efficiency of mental effort [14].

The quality system is closely related to the quality
of work. In the conditions of scientific and technical
progress the technological aspect of quality of produc-
tion acquires special value. This implies a high level of
compliance with production technology, compliance
with all parameters of finished products and services,
compliance with international standards and environ-
mental standards. In the modern economy, a high level
of international cooperation of production and division
of labor, which also makes it necessary for products to
comply with established quality systems and the inter-
national quality system.

In accordance with the growing requirements for
product quality and its compliance with international
standards and quality systems, agricultural enterprises
face the need to improve staff skills. Therefore, the role
of training and retraining systems is increasingly grow-
ing in accordance with the increasing requirements for
their skills, knowledge and skills to ensure the required
product quality. With the growth of production automa-
tion, reduction of manual labor, and even the complete
replacement of man by machines and mechanisms, the
qualification of personnel plays an important role in im-
proving product quality based on international stand-
ards and systems.

Closely related to the concept of "quality of work™
is the concept of "labor efficiency", which depends pri-
marily on employees of agricultural enterprises. Cur-
rently, labor efficiency is determined not only by labor
productivity, but goes through all stages of production,
from development to production or service. Currently,
the growth of production efficiency is ensured by the
transition to modern technologies, which provides a
high level of automation, reduced material consump-
tion and a high level of product quality. Thus, the
growth of product quality and improving production ef-
ficiency are inextricably linked and present at all stages
of agricultural production, which affects the level of ex-
tensive use of labor, labor intensity and technical and
technological state of production.

T.0. Galaida and N.B. Tenytska believes that
among the main indicators of labor efficiency are labor
productivity, labor intensity of production, capital ade-
quacy and wage intensity of production [15].

Thus, we can emphasize that increasing labor effi-
ciency is an improvement of the technological process,
reducing the material consumption of products, opti-
mizing the labor process of employees, leading to in-
creased profits. Stimulating the efficiency and quality
of work of employees leads to increased profits and in-
crease the competitiveness of agricultural enterprises in
the market.

A more thorough identification of the place and
role of incentives in the general mechanism of regula-
tion of labor behavior requires to determine its func-
tions in relation to this behavior. We can distinguish
economic, social, socio-psychological and moral, edu-
cational functions of labor incentives.

The economic function is to help increase produc-
tion efficiency.

The meaning of the social function of labor incen-
tives is that the socio-economic position of workers is
largely determined by the set of economic and social
benefits that a person has, occupying a position in the
system of social division of labor.

Socio-psychological function of stimulation is the
influence of the entire organization of the incentive sys-
tem on the formation of the inner world of the em-
ployee: his needs, values, attitudes, orientations, work
motivations, his perception as the most important social
value.

Moral and educational function is determined by
the fact that incentives to work form an active life po-
sition, a high moral climate in society. At the same
time, it is important to ensure a correct and reasonable
system of incentives, taking into account traditions and
historical experience.

Socio-psychological function is closely linked, in-
tertwined with the moral, educational function, which
reflects the “contribution” of stimulation in the for-
mation of moral qualities of the employee, in the for-
mation of labor morality.

Social, socio-psychological and moral functions
of stimulation are the subject of study of sociology, so-
cial psychology, ethics [11].

Despite all the variety of forms and methods of in-
creasing the incentives for staff of the organization, the
problem of choosing the optimal system of remunera-
tion does not lose its relevance. Their effectiveness de-
pends on how fully they take into account the nature of
production, features of labor processes, technological
level of production, "age" and position of the enterprise
in the market, fierce competition, the stage of the life
cycle of products.

It is also important how the system is perceived by
employees and whether unions are active. For all the
uniqueness of each organization, there are some pat-
terns, accounting for which in the practice of building
reward systems helps to ensure the greatest return.

Any goods, material or spiritual, that meet human
needs, if their receipt involves activity, should be called
incentives to work. Or we can say that the good be-
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comes a stimulus to labor, if it forms the motive of la-
bor. Generally speaking, incentives are everything that
a person considers valuable.

Stimulation of labor involves the creation of con-
ditions under which, as a result of active work, the em-
ployee will work more efficiently and more produc-
tively, ie perform more work than previously agreed. In
this case, the stimulation of labor creates the conditions
for the employee to realize that he can work more pro-
ductively, and when the desire arises, which in turn
gives rise to the need to work more productively. For
the employee, these are manifestations of motives for
more efficient work and the realization of this motive
(motives) in the process of work.

Incentive is a purposeful influence on a person,
which, regardless of the source and nature, affects the
activity of staff. This impact is based on the provision
of guarantees of achievement as a result of their own
activities of the subject of the train, which meets the
needs of staff [16].

A significant number of scientists claim that the
employee is affected by a significant number of incen-
tives:

- system of economic standards and benefits;

- the level of wages and fair distribution of profits;

- working conditions;

- relations in the team;

- career development;

- creative impulse and interesting work;

- desire to assert itself and constant risk;

- tough external commands and internal culture,
etc. [17].

The incentive system is based on administrative
and legal methods of management, but does not replace
them, because incentives are effective if the authorities
are able to achieve the level for which they are paid.
The purpose of stimulation is not only to motivate a
person to work in general, but to motivate him better
(more) than what is due to the employment relation-
ship.

According to the type of needs or needs that meet
the incentives, the latter can be divided into internal and
external. The first include a sense of self-esteem, satis-
faction with the results, a sense of content and signifi-
cance of their work "luxury of human communication”
that arises in the process of work and others. They can
also be called moral incentives. The external reward is
what the company provides to each other: wages, bo-
nuses, career growth, symbols of status and prestige,
praise and recognition, various benefits and incentives.
They can also be called monetary and material and so-
cial incentives. The source of material incentives is de-
termined by the nature of the incentive system.

We will consider the types of incentives listed
above in more detail, because together they are the
main elements of an effective system of incentives for
employees of agricultural enterprises.

Wage organization is an organizational and eco-
nomic mechanism for assessing the labor contribution
of employees and the formation of wage parameters in
accordance with this assessment, the cost of labor ser-
vices and the state of the labor market. The organization
of wages should also include the use of a mechanism

for establishing certain social guarantees, aimed pri-
marily at ensuring the subsistence level for the poorest
categories of workers [17].

The bonus is an additional remuneration that is
paid to the employee of the enterprise only in cases of
performance of work and is individual and collective.

Career growth, which gives both higher wages and
manifests itself for the employee as an economic incen-
tive, and interesting, meaningful work in the form of
administrative incentives, and reflects the recognition
of professional development, merit and authority of the
individual by "transferring" the employee to a higher
status group with a manifestation of moral stimulus.

Status and prestigious reward is an internal driving
force of employee behavior, associated with its desire
to occupy a higher position, to perform more complex
and responsible work in the enterprise.

Praise and recognition, which can be personal or
public. The essence of which is that the employee or
team, which is particularly noted, mentioned in special
reports to senior management or personally presented
to him, get the right to sign the responsible documents
in the development of which they participated.

The world experience of work incentive systems
is conventionally divided into three models: Japanese,
American and European. The Japanese model is based
on outpacing the growth of labor productivity in rela-
tion to the growth of living standards, including wages.
To encourage entrepreneurial activity, the state does
not take serious measures to control the property strati-
fication of society.

The existence of such a model is possible only
with the high development of all members of society of
national identity, the priority of the interests of the na-
tion over the interests of a particular person, the will-
ingness of the population to make certain material sac-
rifices for the welfare of the country. The system of la-
bor incentives in comparison with other industrialized
countries in Japan is very flexible.

Traditionally, it is based on three factors: profes-
sionalism, age and experience. The amount of salary of
a worker, engineer, and manager of lower and middle
levels, depending on these factors is determined by the
tariff grid as the sum of payments in three sections: age,
work experience, qualifications and skills, which are
characterized by category and category, and is condi-
tionally constant part of the employee's salary.

The system of labor incentives in the United States
is based on wages. The most widespread are various
modifications of the hourly wage system with standard-
ized tasks, supplemented by various forms of bonuses.
Currently, one of the most common forms of remuner-
ation for both primary and secondary workers is remu-
neration, which combines elements of piecework and
hourly systems.

In this case, the employee's daily earnings are de-
fined as the product of the hourly wage rate for the
number of hours worked. If the employee fails to com-
ply with the daily norm in kind, the work is continued
until the norm is met. This system of remuneration does
not provide for the payment of bonuses, because, ac-
cording to American economists, these amounts are
laid down in the high wage rate of the worker and the
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salary of the employee. A distinctive feature of this sys-
tem is the simplicity of accrual of earnings and planning
of wage costs.

The French model of labor incentives is character-
ized by a wide variety of economic instruments, includ-
ing strategic planning and incentives for competition, a
flexible system of taxation. Its distinctive feature is the
inclusion of strategic planning in the market mecha-
nism. The basis of market relations in the French model
is competition, which directly affects the quality of
products, meeting the needs of the population in goods
and services, reducing production costs.

There are two trends in the wage policy of French
firms: indexation of wages depending on the cost of liv-
ing and individual wages. Consumer price indices are
taken into account in the wages of almost all large en-
terprises, which is reflected in collective agreements
with trade unions. The principle of individualization of
remuneration is carried out by taking into account the
level of professional qualification, the quality of work
performed, the number of innovation proposals, the
level of employee mobility [18].

Of interest are the results of research in the field
of employee motivation, obtained in the European Un-
ion in opinion polls. Surveys conducted in Germany
showed that about 30% of employees are completely
satisfied with their work. At the same time, 65% of em-
ployees indicated that their work brings them satisfac-
tion in general. 94% of surveyed professionals and em-
ployees said that their work satisfies them, and only 2%
of managers categorically answered that work does not
bring them a sense of satisfaction [2, p. 29]. The results
of surveys show that the system of motivation of man-
agers and professionals should be based on the commit-
ment of employees to work.

The need for wage reform is obvious. Since the
low level of income of agricultural workers has a neg-
ative impact on their solvency and competitiveness of
domestic products. Directions for further wage reform
should be aimed at improving the quality of life of the
rural population, increasing effective demand, reducing
social tensions in society. To this end, it is necessary to
move from the attitude to wages as part of the income
of the enterprise, to the attitude as the price of goods
"labor" in order to carry out the normal reproduction of
labor [20].

The current stage of economic reforms in Ukraine
is characterized by the fact that companies operate in
an environment of growing demands of various social
groups. In this regard, the creation of an effective sys-
tem of incentives for employees becomes especially
important. Let's consider some directions of the deci-
sion of this problem.

When creating an incentive system should be
based on the principles developed in management the-
ory and applied in a market economy: complexity; sys-
tematic; regulation; specialization; stability; purposeful
creativity. Let's focus on the essence of these principles.

The first principle is complexity. Complexity im-
plies that a comprehensive approach is needed, taking
into account all possible factors: organizational, legal,
technical, material, social, moral and physiological.

Organizational factors - is the establishment of a
certain order of work, separation of powers, formula-
tion of goals and objectives. As already mentioned, the
correct organization of the production process lays the
foundation for further efficient and quality work.

Legal factors closely interact with organizational
factors, which aim to ensure compliance of the rights
and responsibilities of the employee in the process of
work, taking into account the functions assigned to him.
This is necessary for the proper organization of produc-
tion and further fair incentives.

Material factors determine specific forms of mate-
rial incentives: wages, bonuses, allowances, etc. which
has already been emphasized.

Social factors involve increasing the interest of
employees by providing them with various social ben-
efits, providing social assistance, employee participa-
tion in team management.

Moral factors are a set of measures aimed at en-
suring a positive moral and ethical climate in the team,
the correct selection and placement of personnel, vari-
ous forms of moral incentives.

Physiological factors include a set of measures
aimed at maintaining the health and efficiency of em-
ployees. These measures are carried out in accordance
with sanitary, ergonomic and aesthetic requirements,
which include rules for equipping workplaces and es-
tablishing rational modes of work and rest. Physiologi-
cal factors play no less important role in improving the
efficiency and quality of work performed than others.

All these factors should be applied not separately,
but in combination, which guarantees good results. It is
then that a significant increase in the efficiency and
quality of work of workers in agricultural enterprises
will become a reality.

The principle of complexity determines the con-
duct of these activities not in relation to one or more
employees, but in relation to the entire staff of the en-
terprise. This approach will have a much greater effect
at the level of the entire agricultural enterprise.

The second principle is systematic. If the principle
of complexity involves the creation of a system of in-
centives taking into account all its factors, the principle
of system city involves the detection and elimination of
contradictions between factors, their relationship with
each other. This makes it possible to create a system of
incentives that is internally balanced through the mu-
tual coordination of its elements and is able to work ef-
fectively for the benefit of the enterprise. An example
of system city can be a system of material and moral
incentives for employees, based on the results of qual-
ity control and evaluation of employee contribution,
that is there is a logical relationship between quality and
efficiency and subsequent remuneration.

The third principle is regulation. The regulations
provide for the establishment of a certain order in the
form of instructions, rules, regulations and control over
their implementation. In this regard, it is important to
distinguish between those areas of activity of employ-
ees that require strict compliance with instructions and
control over their implementation, those areas in which
the employee must be free in their actions and can show
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initiative. When creating a system of incentives, the ob-
jects of regulation should be the specific responsibili-
ties of an employee, the specific results of his activities,
labor costs, ire each employee must have a complete
idea of what is part of his responsibilities and what re-
sults are expected of him. In addition, it is necessary to
regulate the issue of evaluation of the final work, i.e.
the criteria by which the final work of the employee
will be evaluated must be clearly established. Such reg-
ulations, however, should not preclude a creative ap-
proach, which in turn should also be taken into account
in the subsequent remuneration of the employee.

Regulation of the content of the work performed
by employees of the enterprise should solve the follow-
ing tasks:

- definition of works and operations that should be
entrusted to employees;

- providing employees with what they need to per-
form the tasks assigned to them;

- distribution of works and operations between di-
visions of the enterprise on the principle of rationality;

- establishment of specific job responsibilities for
each employee in accordance with his qualifications
and level of education.

Regulation of the content of labor serves to in-
crease the efficiency of work performed.

From the point of view of stimulation of the per-
formed work the regulation of results of the performed
work plays a very important role. It includes:

- determination of a number of indicators that
characterize the activities of units of the enterprise and
each employee in particular, which would take into ac-
count the contribution of units and individual employ-
ees to the overall performance of the enterprise;

- quantification of each of the indicators;

- creation of the general system of an estimation of
the contribution of the worker in achievement of the
general results of activity taking into account efficiency
and quality of the performed work.

Thus, we can say that the regulation of incentives
plays a very important role in streamlining the system
of incentives in the enterprise.

The fourth principle is specialization. Specializa-
tion is the assignment of certain functions and works to
the company's divisions and individual employees in
accordance with the principle of rationalization. Spe-
cialization is an incentive to increase productivity, in-
crease efficiency and improve the quality of work.

The fifth principle is stability. Stability implies the
presence of a formed team, the lack of staff turnover,
the presence of certain tasks and functions facing the
team and the order of their implementation. Any
changes that occur in the work of the enterprise must
take place without disrupting the normal performance
of the functions of a particular unit of the enterprise or
employee. Only then there will be no reduction in the
efficiency and quality of work performed.

The sixth principle is purposeful creativity. Here it
is necessary to say that the system of incentives in the
enterprise should encourage employees to be creative.
These include the creation of new, more advanced
products, products, production technologies and de-
signs of applied equipment or types of materials, and

the search for new, more efficient solutions in the field
of organization of production and management.

Based on the results of creative activity of the en-
terprise as a whole, the structural unit and each individ-
ual employee, measures of material and moral stimula-
tion are provided. An employee who knows that the
proposal made to him will bring him additional material
and moral benefits, has a desire to think creatively. It is
necessary to take especially seriously the stimulation of
the creative process in research teams.

When organizing the system of incentives at the
enterprise it is necessary to take into account the pro-
portions in payment between simple and complex
work, between employees of different qualifications.

When creating an incentive system at the enter-
prise it is necessary to adhere to the principle of system
flexibility. Flexible incentive systems allow the man-
ager, on the one hand, to provide the employee with
certain guarantees of salary in accordance with his ex-
perience and professional knowledge, and on the other
hand, to make the employee’s salary dependent on his
personal performance and the results of the enterprise
as a whole.

After analyzing modern approaches to work in-
centives, we can identify key types of motivation of
workers, which can lead to increased productivity of
Ukrainian enterprises:

- creating opportunities for career growth of em-
ployees of the enterprise;

- creation of a flexible schedule of working hours;

- providing the opportunity to choose the period
for paid leave;

- holding corporate events;

- congratulations of employees on holidays;

- moral assistance during difficult life situations of
employees of the enterprise;

- organization of internships and business trips;

- organization of training programs to improve the
professional qualities of individual employees;

- compliance with ergonomics;

- polite treatment of company employees, without
exception, their positions.

In conclusion, it should be noted that the process
of motivation today is becoming a key element in per-
sonnel management and contribute to productivity
growth. Ukrainian companies have a long way to go to
reorganize their theory.

To ensure further wage growth in Ukraine in the
coming years, it is necessary to use all sources of wage
increases, both at the state level and individual enter-
prises. The solution to this problem can contribute to
the projected increase in production and sales on the
basis of increasing motivation and productivity, attract-
ing investment.

Policy in this area should be aimed at creating con-
ditions for outpacing growth of labor productivity on
the basis of accelerated restructuring of the economy,
reorientation of production to the production of com-
petitive products. Gradual solution to the problem of
hidden unemployment in enterprises will strengthen the
state's influence on labor rationing, which will lead to
more efficient use of working time.
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Flexible incentive systems are now widespread in
foreign countries with developed economies. Moreo-
ver, flexibility in wages is manifested not only in the
form of additional individual surcharges to wages. The
range of flexible payments is quite wide. These are in-
dividual allowances for length of service, experience,
level of education, etc., and systems of collective bo-
nuses, designed primarily for workers, and profit shar-
ing systems designed for professionals and managers,
and flexible systems of social benefits. Only the appli-
cation of all forms of incentives, designed to apply to
all employees of the organization, can give the desired
effect.

Conclusions.

After analyzing modern theories of staff motiva-
tion, we can conclude that the key motives for the work
of workers - it's not physical needs, but respect, in-
volvement and power. And their satisfaction is the task
of modern technologies and tools of personnel motiva-
tion policy, which proves not high efficiency of only
one material form of labor incentives.

The motivational mechanism, as an important fac-
tor in the formation of an effective system of incentives
in the process of personnel management, requires con-
stant research into the process of development and its
structuring and improvement.

Thus, raising the material level creates the precon-
ditions for the establishment of a motivational system
in which values such as creativity, autonomy, the
search for inner satisfaction, the desire for new experi-
ences, the desire to search, self-improvement and inner
growth are increasingly manifested.
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