VJIK 658.3:331.1

Dashutina Liudmyla,
PhD in Economics, Associate Professor, Associate Professor of Management
Department named after Professor L.I. Mykhailova, Sumy National Agrarian
University

ORCID ID: https://orcid.org/0000-0002-6421-816X
Joshua Linus Baka,

Post graduate student of Management Department named after Professor L.1.
Mykhailova, Sumy National Agrarian University
ORCID ID: https://orcid.org/0009-0009-3260-534X

Directions for optimizing enterprise management by personnel motivating

JI. O. Jawymina,
K. e. H, 00yeHm, ooyeHm Kageopu menedxcmenmy imeni npogecopa JI.1.
Muxatinosoi, CymcoKkuul HayioOHAIbHUL a2paApHULl YHieepcumem
ORCID ID: https://orcid.org/0000-0002-6421-816X
Ircowrya Jlinyc baka,
acnipaum xkagheopu menedxcmenmy imeri npogecopa J1.1. Muxaiinosoi, Cymcokutl
HayioHANbHULL azpapHuil yHigepcumem

ORCID ID: https://orcid.org/0009-0009-3260-534 X

Hanpsimu onrumizauii ynpasJliHHS NiANPUEMCTBOM HIJIAXOM MOTHBAIIL
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This article explores the critical significance of motivation systems in
enhancing the management of enterprises. Motivation, as a driving force influencing
individual behavior and performance within organizations, holds substantial
importance for achieving sustained success. The vital problems addressed include

talent retention challenges in a competitive job market, the connection between
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employee motivation and organizational performance. In addition, the article
examines the need for motivation strategies that can accommodate the varied
potentials of a modern and diverse workforce. By thoroughly examining these issues,
organizations can gain insights into designing and implementing effective
motivation systems, thereby fostering a work environment conducive to both
individual and organizational achievement.

Moreover, the ever-evolving nature of the business environment presents new
challenges that necessitate flexibility and resilience from both employees and
management. This gave the room of the exploration of how motivation systems can
be lively and responsive to changes, enabling enterprises to direct uncertainties and
take advantage on emerging opportunities. The task lies in identifying motivation
strategies that are not only effective in the short term but also sustainable in the face
of evolving market trends, technological advancements, and global economic shifts.
Therefore, the next component outlined by the authors in the article is the study of
the relevance of motivation systems. The relevance of motivation systems in
benefiting the management of an enterprise is a multifaceted issue that necessitates
careful examination. Addressing the challenges associated with talent retention, by
researching into these challenges, enterprises can gain valuable enlightenment into
the plan and implementation of effective motivation systems, ultimately contributing
to the achievement and sustainability of the organization.

So, in the course of research, the authors found out that the development of
motivation systems allows the management to create a favorable atmosphere in the
workplace, increase the level of employee satisfaction, which, in turn, helps the
enterprise to achieve strategic organizational goals. And motivated employees, in
turn, are characterized by loyalty, high morale, which increases their commitment
to the organization's values and goals.

YV yiti cmammi docnioscyemubcsi Kpumuine 3HAYeHHs. CUCmeM MOMmueayii 0js
NOKpAuleHHs Ynpaeninua nionpuemcmeamu. Momueayis, sK pywiviHa cuia, wo
BNJIUBAE HA THOUBIOVANLHY NOBEOIHKY MaA pe3yibmamu OisllbHOCMI Op2anizayiil, Mae

gesuKe 3HAYeHHs 018 00csieHeHHs cmitiko2o ycnixy. Ceped Hcummeso 8ariCauBUx



npobnem, AKi  po32na0aromecs, - npobaemMu  YMpUMAHHA — MAlaHmMié  Ha
KOHKYDEHMHOMY DPUHKY Npayi, 38'A30K MIdHC MOMUBAYIEI0 NPAYIBHUKIE mMAa
eghexmuenicmio opeanizayii. Kpim moeo, y cmammi pozensdacmvca nompeba 8
MOMUBAYIUHUX CMpameziax, 30amHUX 8paxysamu pPi3HOMAHIMHI NOMeHYianu
cyuacHoi ma pizHoMauimuoi pobouoi cunu. PemenvHo eusuuswiu yi NUmMawHs,
Op2aHi3ayii Modxcyms Ompumamu YA61eHHs Npo po3pOOKY ma 6NpO8AO0NCEeHHS.
epeKmugHUX cucmem MOMUBAYII, MUM CAMUM CHPUAIOYU CMBOPEHHIO POOOYO20
cepedosuwya, CNpUsmMIUBo20 0Jisl IHOUBIOYAIbHUX MA OP2AHI3AYIUHUX OOCACHEHb.
bBinvwe moeo, 6iznec-cepedosuwye, wo nocmitiHo 3MIHIOEMbCS, CMABUMb HOBI
BUKIIUKU, SKI BUMA2AIOMb SHYYKOCMI Ma CMIUKOCmi K 610 npayieHuxie, max i 6io
kepienuymea. Lle dae npocmip 01 00CNIONHCEHHA MO2O, AK CUCMEMU MOMUBAYIT
MOJACYMb OYMU HCUBUMU A peazy8amu HA 3MIHU, 00360JIAI0YU NIONPUEMCMBAM
CIpAMOBY8AMU  HEGU3HAYEHOCMI ma BUKOPUCMOBYSAMU HOBL MONCIUBOCHIL.
3asoanns nonseae y usHaweHHi cmpameiii momuseayii, Axi O0yOoymov He juuie
epeKmuBHUMUY 8 KOPOMKOCMPOKOSIll NepCcnekmusi, aie U CMmIiuKuUMu 6 YMOo8ax
MIHIUBUX PUHKOBUX MEHOeHYll, MEeXHON02IUH020 npozpecy ma 2100aNbHUX
E€KOHOMIYHUX 3DYULEHb. Tomy Hacmynnolo CKIA008010, WO OKPECIIOEMbCS
asmopamu 'y cmammi, € OOCNIONCeHHs PpeleBaHMHOCMI cucmem MOmusayii.
Penesanmnicmo  cucmem  momuseayii 8  ynpaeninHi  NIONPUEMCMBOM €
bacamozpanHumM NUMAaHHAM, sIKe nompeobye pemenbHo20 8UdeHHsA. J{oCioxcyouu
npobnemu, no8's3ami 3 YMPUMAHHAM MALAHMIB, NIONPUEMCMBA  MOICYNb
ompumamu YiHHy iHghopmayiro 018 NIAHYBAHHA MA BNPOBAONCEHHS eheKMUBHUX
cucmem momugayii, wjo 8 KIHYe8OMYy NIOCYMKY CHpUsmume OOCACHEHHIO mda
cmiuxocmi opeanizayii. Omoice, 8 X00i 00CNI0JKHCEHb ABMOPAMU 3 SCOBAHO, U0
pO3podKa cucmem Momuayii 00360J1€ KepiGHUYmM8EY Qopmysamu Cnpusimiugy
ammocgepy Ha pobouomy micyi, niosuwiysamu piseHb 3a00801eHOCMI NPAYIGHUKIS,
wo, y ceow uepey, 0onomacac NiONPUEMCmMEy 00caeamu CmpameivHux
opeauizayiunux  yiteu. A  MOmMuUBo8aHi  NPAYiBHUKU, 8  CBOIO  uepey,
Xapaxmepuzyomscs J0SNbHICMIO, GUCOKUM MOPATbHUM OYXOM, WO NIOGUUYE IXHIO

8i00aHicmb YIHHOCMAM Ma YLIAM Op2aHizayii.
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Statement of the problem: In the complex terrain of modern business, the

effective management of enterprises is a multifaceted challenge that requires a
comprehensive understanding of various organizational elements. One vital
characteristic that significantly impacts the success of an enterprise is the motivation
system in place. Motivation, defined as either internal and external factors that drive
individuals or organization to achieve their organizational goals, and this plays a
significant role in shaping the behavior, performance, and satisfaction of employees
within an enterprise. Notwithstanding its recognized importance, the relevance of
motivation systems and their impact on enterprise management remains a question
that warrants careful examination.
One of the main challenges confronted by enterprises today is the retention and
employment of talented individuals. In a period of time where competition for
skilled professionals is intense, organizations need to create an environment that not
only appeals top talent but also nurtures their commitment and productivity. The
question arises: How can motivation systems be strategically planned to address the
unique needs and expectations of employees, thereby contributing to effective
enterprise management.

Analysis of recent studies and publications. One of the foremost challenges
faced by enterprises is the attraction and retention of skilled and motivated
employees. Meyer and Allen's (1991) seminal work on the three-component model
of organizational commitment emphasizes the importance of affective commitment,
which is meticulously tied to an individual's emotional attachment and identification

with the organization. Motivation systems that foster a sense of belonging, purpose,



and professional growth have been identified as crucial factors in reducing turnover
intentions (Eisenberger et al., 2001; Maertz et al., 2007). Organizations that invest
in inclusive motivation strategies are better positioned to retain top talent, ensuring
stability and continuity in their workforce. Research by Cox and Blake (1991)
introduced the concept of diversity management, emphasizing the importance of
creating an inclusive work environment. Motivation systems that recognize and
accommodate diverse needs contribute to employee satisfaction and engagement
(Cox, 1994; Shore et al., 2009).

Identification of unexplored parts of the overall problem. Tailoring
motivation strategies to address the distinct requirements of a diverse workforce
develops a culture of equity and inclusivity, positively impacting organizational
performance.

The purpose of the article. The purpose of this article is to investigate case
studies from the real world, evaluate different motivational theories and models, and
offer insights into the strategic role that motivation systems play in promoting a

healthy corporate culture.

Summary of the main material. Motivation is basically the process of
stimulating people to act. It is the process of stimulating the employees in an
organization to work in a predetermined way so as to achieve the organizational
goals. At the center of this idea, there are three important sub-concepts. These
include the Motive, the Motivation, and the Motivator. The motive explains the inner
state of mind that introduce and regulate attitude towards organizational goals. They
correspond directly to the needs of individuals [1].

The motivation this is the process of stimulating actions or activities by
comprehending the needs of employees and by optimizing their motives.

The motivator is the person with the ability to stimulate and maximize the
chance to motivate by using monetary or non-monetary concept of motivation such
as pay bonuses, promotion, paid holidays etc. Motivation performs a very crucial

role in an organization, profit, or non-profit. The organizational process of direction



Is determined mainly by the method of motivation as it forms within the employee’s
mind to desire to function in the path determined by the organizational manager. To
understand the relevance of motivation system in an enterprise, it is imperative to
have a background look at the Maslow’s Hierarchy of Needs Theory [2]. Human
behavior is goal-oriented and motivation causes this behavior. Motivation helps a
person to understand his needs and tackle his human needs intentionally. The need
hierarchy model is the best way to understand human motivation factors and the
influence of the same.

Abraham Maslow had proposed the hierarchy of needs theory in 1943 based
on an assumption that there is a hierarchy of five needs in human life. The urgency
and importance may vary from person to person [3].

The needs are classified into five categories as per the theory in an order to
understand their importance and relevance to humans.

« Physiological Needs: The needs which are important for human survival and
maintenance are called Physiological needs. They are considered basic needs
or amenities such as shelter, food, clothes, water, air, etc.

. Safety Needs: The needs which help a human feel protected and secured are
called the safety needs of a human. These needs could be physical safety,
emotional safety, environmental safety or even protection of life and family.

« Social Needs: Humans are called Social animals as they need love and
affection. There is always a need for care from family and friends.

« [Esteem Needs: There are two factors to esteem needs. Esteem needs could be
internal or external. Internal esteem needs confidence, freedom, self-respect,
etc. External esteem needs attention, recognition, power, etc.

« Self-Actualization Needs: This need includes a certain urge to become what
you think you have the potential to become. This need is directed more
towards the growth and success of an individual. These types of needs are
insatiable needs. The more knowledge a person gains the more he believes in
his capabilities and in turn there would never be a feeling of saturation of these

types of needs.



On this theory, Maslow believes that human needs are unsatisfactory but are

the base of motivation for humans. He has divided these above needs into two

categories. The Higher-order needs and the lower-order needs. The Physiological

and safety needs are lower-order needs as they can be satisfied externally. The other

three needs are classified as higher-order needs - social, esteem and self-

actualization as they can be only satisfied internally. As an organization or an

employer, it is important that the lower-order needs of the employees are satisfied to

promote motivation [4].

In view if the above, there are as it were implications of Maslow’s Hierarchy

of Needs Theory, these include:

An employer needs to ensure the employees are paid enough to meet their
physiological needs and should be allotted meal times at intervals.

An employer needs to ensure the employees feel they are safe, secured and
protected. For example, providing job security, insurance privileges,
retirement benefits, etc.

An employer needs to ensure the employees are promoted to work as a team
and organize social events to give an opportunity to the employees to know
the team on a social level as well.

An employer needs to ensure the employees are appreciated for their
contribution and good performance should receive recognition. There could
be an award ceremony held to appreciate and recognize the efforts of the
employees. A promotion or growth opportunities should be considered as
well.

An employer needs to ensure the employees are given opportunities to upskill
and move up the ladder in the organization by accepting more responsibilities
[5].

Furthermore, just like every theory has an arguable limitations and debatable

positions, here are a few Limitations of Maslow’s Hierarchy of Needs Theory:

The theory assumes that the needs of all individuals are the same and that the

motivation driving factors would be the same as well in every individual. An



individual is always driven by the most important and powerful unsatisfied

need, which could be different for every individual.

« The theory is not empirically supported, we cannot apply the same theory for
every employee in an organization.

« The theory is not applicable to all professions or professionals. Even if an
artist’s physiological needs are not met the artist would still strive for
recognition.

Motivation is very important for an organization because of the following
benefits it provides:

e Sets human resources potential into action.

Every establishment requires physical, financial and human resources to
accomplish the goals. It is through motivation that the human resources potential can
be utilized by making full use of it. This can be done by building capacity willingness
in employees to work. This will help the enterprise in securing best possible
utilization of resources [6].

e Increases level of efficiency of employees.

The level of a subordinate or an employee does not only depend upon his
qualifications and abilities. For getting best of his work performance, the gap
between ability and willingness has to be filled which helps in improving the level
of performance of subordinates. This will Increase in productivity, reducing cost of
operations, and improving overall efficiency.

e Propels the achievement of organizational goals.

The goals of an enterprise can be achieved when there is a co-operative work
environment, the employees are goal-directed and they act in a purposive manner,
goals can be achieved if co-ordination and co-operation takes place simultaneously
which can be effectively done through motivation.

¢ Building a friendly work relationship.

Motivation is an important factor which brings employees satisfaction. This
can be done by keeping into mind and concepting an incentive plan for the benefit

of the employees [7]. This could initiate the following things: Monetary and non-



monetary incentives, promotion opportunities for employees, disincentives for
inefficient employees [8].

In order to build a cordial, friendly atmosphere in a concern, the above steps
should be taken by a manager. This would help in:

1) Effective co-operation which brings stability,

2) Industrial dispute and unrest in employees will reduce,

3) The employees will be adaptable to the changes and there will be no
resistance to the change,

4) This will help in providing a smooth and sound concern in which
individual interests will coincide with the organizational interests,

5) This will result in profit maximization through increased productivity.

e Stability of work force.

Stability of workforce is very important from the point of view of reputation
and goodwill of a concern [9]. The employees can remain loyal to the enterprise only
when they have a feeling of participation in the management. The skills and
efficiency of employees will always be of advantage to employees as well as
employees. This will lead to a good public image in the market which will attract
competent and qualified people [10]. As it is said, “Old is gold” which suffices with
the role of motivation here, the older the people, more the experience and their
adjustment into a concern which can be of benefit to the enterprise [11].

Conclusions and suggestions. In developing in motivation systems,
management can build a friendly work environment, enhance employee satisfaction,
and in the end, this will propel the enterprise towards achieving its strategic
organization goals. As industries evolve, understanding and leveraging the influence
of motivation systems will remain a key factor of effective and sustainable
management practices [12]. A well-motivated workforce is loyal and has developed
levels of morale, becoming more committed to the values of the organization and its

goals.
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