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THEORETICAL ASPECTS OF PERSONNEL MOTIVATION MANAGEMENT
IN THE SYSTEM OF PERSONNEL POLICY AND PERSONNEL SECURITY

The article deals with a complex of issues related to the role of personnel motivation and stimulation of
employees' activity in modern enterprises. The study of the process of personnel motivation management is
carried out. The essence and system of motivation of the personnel in the organizations and its forms are
revealed. Methods of staff motivation are considered. The necessity of improvement of stimulation of labor
activity of employees in the personnel management system at the enterprises in Ukraine is substantiated.
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Introduction. An intensive study of the problem of motivation for work was first started by the
classic of English political economy Adam Smith, who came to the following conclusions: a person
will always try to improve his economic condition when given the opportunity. Therefore, the main
motive of human activity, according to Adam Smith, is economic interest, the thirst for maximum
economic benefits and the natural desire to improve own wealth.

Modern economic development and rapidly developing scientific and technological
advancements have a great impact on entrepreneurial activity and require the involvement of highly
qualified specialists, increased competitiveness and many other resources in order for the enterprise to
be able to stay on the market for a long time. Today, for most businesses and organizations, the
question of the need to improve the personnel motivation system in order to ensure the productivity of
employees in order to achieve an increase in enterprise efficiency indicators as a whole arises.

Literature review. Well-known foreign scientists, such as: A. Maslow, V. Abramov,
K. Alderfer, D. McClelland, V. Vrum, K. Levin have made a huge contribution in determining the
problems of motivation in the personnel management system and in the process of the theory and
practice of labor motivation. Attempts to explain the relationship between staff motivation, personnel
policies and the safety of the business entity are reflected in publications [1-4]. However, due to the
constant changes of the market environment, the personnel motivation management system requires
more modern approaches, methods and research that will provide the company with successful, long-
term functioning and good business reputation. Thus, there is a need for an effective motivational
mechanism that meets the current economic conditions, which will be able to adapt quickly and easily
to changes in the economy, and which will ensure efficient use of labor resources, competitiveness,
productivity and profitability of the enterprise.

The purpose of the article. The aim of this article is to study the essence of the process of managing
personnel motivation and to explore methods to meet the basic needs of the organization's personnel within
the implementation of personnel policy and to ensure the personnel security of the entity.

Results and discussion. Personnel motivation management is a process that involves the
development and implementation of measures aimed at improving the skills, knowledge, motivation
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and competence of employees required by the overall enterprise development strategy [5]. It can be
concluded that the main task of managing staff motivation is to simultaneously combine training,
upgrading of employees and work motivation, and stimulating them to perform a high level of work.

Employee motivation system is one of the main components of such systems as personnel
management and personnel security of the enterprise.

An effective system for managing staff motivation should be considered a system that provides
for the implementation of general (organization, incentive, planning, coordination, accounting, control)
and specific (analysis of the existing system of motivation of staff work, the formation of goals,
strategies and principles of organizational policies in the field of incentives and employee motivation,
content planning, structure of this system, management of material and intangible benefits, personnel,
information and documentation support of the systems of motivation of labor activity of personnel)
management functions [6, p. 79, 7]. During the development of such a system, the employee will be
satisfied with the needs of the work process, and thus the person's potential for achieving the goal will
be activated.

With regard to the concept of "motivation™ there are many interpretations that reveal the essence
of this scientific category from different content sides.

Table 1
Basic interpretations of the concept of "'motivation' in the scientific literature
Definition of "motivation" Author, source
1. The process of encouraging yourself and others to The definition is given in the book M. H.

work toward the personal or organizational goals Mascon, M. Albert, F. Hedowry
"Fundamentals of Management"

2. Labor efficiency under other equal conditions is This definition of motivation is given in the

determined by a person's personal attitude to work, his | book "Motivation, stimulation and evaluation
or her work behavior of staff" by A. Kolot

3. Encouraging people to engage in activity, the process
of conscious choice by a person of a certain behavior
based on internal and external factors, or on motives and
incentives
4. The function of leadership, which consists in the
formation of incentives for employees to work (to
encourage them to work with full return), as well as in
the long run to act on the employee in order to change
the structure of his/her values and interests, set the
appropriate motivational core and development on this
basis of labor potential
5. The function of leadership, which forms in the
subordinates incentive to work with maximum profit for I. Mushkin [11, p. 44-45]

the enterprise

Source: based on [8-11]

N. Dryakhlova, E. Kupriyanov [8, p. 84]

A. Kibanova [9, p. 305], O. Krushelnytska
[10, p. 117]

By the mentioned above definitions, the concept of "motivation™ is often equated with an
incentive based on the activation of the human factor, the conscious choice of the person. Thus, the
main task of management is to find out the range of interests and needs of staff, which will ensure the
formation of an optimal system of staff motivation.

Personnel motivation system is a system of managerial influences on employees' motives aimed
at maximizing the effectiveness of a particular organization. It involves establishing relationships
between the goals of the enterprise, its structural units and the goals of individual employees of the
organization, as well as the interdependence of the amount of remuneration of the personnel of the
enterprise on the efficiency and productivity of their work.

When developing a system of staff motivation, the manager should follow the following sequence:

— diagnostics of the current staff motivation system;

— formulation of basic goals of motivational policy and basic structural elements of the system;

— formation of components of the system of material incentives for staff;
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— formation of the components of the system of non-material incentives for personnel;

— development of internal normative documents of the personnel motivation system.

The current system of staff motivation is one that includes various forms of incentives (Fig. 1)
according to the needs of employees and the capabilities of the organization. The most effective form
is material motivation — wages, bonuses. However, it is impossible to achieve a high level of employee
motivation solely on the basis of payment of wages or bonuses.

FORMS OF MOTIVATION:

+ Material

+ Intangible
+ Positive
+ Negative
+ Internal
+ External
+ Self-motivation
Fig. 1. Main forms of personnel motivation system
Source: created by the authors based on the research results

One of the main factors for increasing labor productivity is the optimization of the personnel
motivation system (Fig. 2).

Motivation system

Material incentives Intangible incentives
/ v Wages and surcharges \ / v Trainings \

v Bonuses: v’ Teaching

- for teamwork; v Career advancement

- for increased productivity; v A good work schedule
- for cost savings; v" Reward with spare time
- for work experience; v" Social packages (meals,

\\ - for general performance indicators. / holiday tickets)
v' Participation in management
and decision making

v" Greetings and holiday gifts

Fig. 2. Methods of improvement of personnel motivation system
Source: generated by authors based on [12-16]

Motivation methods are methods of managerial influence on staff to achieve the goals of the
organization [13]. They are based on the laws of management, provide for the use of the management
apparatus to organize various methods of influence on staff in order to enhance its activities. In order
to achieve the activation of personnel work, the manager must constantly monitor his subordinates in
order to know about their actual needs that will encourage them to take action (Fig. 3).

There are so-called methods of meeting the basic needs of the staff of the organization and
accordingly the actions of the manager with respect to each type of needs [13, p.369], namely:

1. Physiological needs. People who work because of the need to meet physiological needs are
little interested in the content of work, focused on wages, working conditions, the ability to avoid
fatigue.

v Manager actions:
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— providing the necessary working conditions in terms of lighting, temperature, noise level, etc.;

— low wages.

MOTIVATION

Economic (direct):

Economic (indirect):

Not economic:

A4

#* hourly payment;
7 sales bonuses;
» profit sharing;

N

S

# piecework payment;

¥# food preferential;
¥ surcharge for seniority;
# preferential use of
housing, transport.

# financing of training.

# enrichment of labor:
# flexible working
schedule:;
# labor protection;
# programs to improve
the quality of

working life;
# participation in
higher level decision

making.

Fig. 3. Classification of types of motivation of personnel at the enterprise [14]

2. Security and security needs. They are specific to people who are primarily in a stable and
secure environment, providing protection against fear, disease, pain and other suffering.

v Manager actions:

— development of a simple and reliable social insurance system;
wages should be higher than the subsistence level;
provision of workplace safety guarantees, health insurance, retirement benefits;
enabling professional development to ensure stability at the workplace.

3. Needs of belonging and involvement. People with this type of need, need free communication
and a good relationship with their manager.

v Manager actions:
organization of corporate culture to be supported by employees;
creating an atmosphere of a single team;
give employees a job where communication is the main task.

4. The need for recognition and respect. Employees with such needs strive to take the place of a
leader in a team or recognized authority when solving certain tasks.

v Manager actions:

— offer interesting, responsible and meaningful work to subordinates;

— highly evaluate the initiative, creative attitude in solving problems;

— to promote the raising of subordinates in the service, to provide training, retraining, which
will increase the level of professionalism;

— treat subordinates with respect.

5. The need for self-expression. These are human needs for creativity in the broad sense. Such
needs are vested in open-minded and independent individuals.

v Manager actions:

— ensuring freedom in the choice of means of solving problems;

— delegate to subordinates a part of their powers, responsibilities, promote official promotion;

— ensure high pay and other forms of recognition of merit.

With regard to the situation in foreign countries the problem of staff motivation is much more
common and is widely discussed. For example, when considering the Western European countries, the
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dominant role in the personnel management system is given by company executives to intangible
methods of employee motivation, namely [10]:

» Personnel motivation method in US. Americans are supporters of "individualism", so in
addition to the system of remuneration, managers are successfully implementing family programs for
their subordinates, in which management provides the employee:

— ability to work on a flexible schedule;

— help in the selection of babysitters;

— corporate gardens and creches.

Equally important to Americans is staff training. At large corporations spend up to $ 800 million
a year on this. According to the managers, this approach provides an increase in individual returns and
leads to high profitability and success of the company.

» Personnel motivation system in Japanese. This method is characterized by the notion of
"groupism™ when a company where an employee sometimes goes to life becomes a second family for
him. The company provides the employee:

— interest-free lending;

— payment of expensive training not only for the worker but also for his children;

— sponsors for family holidays (birthdays, weddings, anniversaries);

— in some cases, provides housing for life;

— interchangeability system — great career and professional growth opportunities.

» Swedish method of motivation. For Sweden, the overriding values are friendship, partnership
and team. Second place in the ranking of priorities for the Swedes is interesting work, and only in
seventh place is the salary. Many Swedish executives allow their employees to work at home,
confidently and quietly develop their country within the walls, so to speak, of a home office.

With regard to the situation in Ukraine, in our opinion, from the existing methods of personnel
motivation, the method of "whip and gingerbread” prevails. The actions of domestic executives are
limited to the standard entrepreneurial style of doing business — we run to where we can earn more and
do what is profitable today.

At present, the vast majority of enterprises in Ukraine do not have a well-defined strategy for
staff motivation: managers do not pay attention to their subordinates at all, do not try to keep them, and
believe that there are no irreplaceable specialists. The result of this attitude of the manager to his staff
is: sad salespeople in stores, busy waiters in restaurants, impersonal managers in companies, names
that are not something that is unknown to anyone, and which do not even want to know.

Ukrainian companies spend huge amounts of money to deceive "worthy" workers from other
enterprises, and then wait for miracles when positive changes in production occur or when profits
begin to increase without any effort, and when the situation remains unchanged, "decent” "replaced by
a more "decent” employee, and again waiting for miracles. At the same time, executives use fear as a
motivation for employees, intimidating staff by lowering their salaries, withholding bonuses, or
dismissing them altogether, while the specialist's salary is, in fact, equal to the monthly lunch amount
in the dining room where he or she works. Sad, isn't it?! So, given all of the above, we can conclude
that the system of staff motivation at modern enterprises in Ukraine, in comparison with the traditions
of doing business abroad, is in a terrible state and leaves much to be desired.

Thus, the management of companies faces an important task — the formation of a typical model
of improving the means of motivation of personnel in modern Ukrainian enterprises in order to ensure
the interest of employees in improving productivity and realizing their work potential. The vast
majority of domestic enterprises prefer the material form of employee motivation (wages, bonuses),
respectively, the intangible form is at a low level and needs improvement.

The structure of the model of improvement of means of motivation of the personnel at the
modern Ukrainian enterprises can be such as:

1) diagnostics of the current system of motivation of the personnel existing at the enterprise;

2) the process of forming the goals of the personnel motivation policy, the search for the
problem of deterioration of the company's performance, as well as determining which of the forms of
employee motivation (tangible or intangible) caused the ineffective personnel management;

3) optimization of material form of motivation of workers:
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v" implement a bonus system:

— for professional successes and achievements - for managers, professionals, specialists;

— bonuses for high performance and uninterrupted production for manufacturers;

— quarterly and annual bonuses for employees who have shown the best results for a particular
quarter (year);

— awards for certain events in the life of an employee (birthday, wedding, anniversary, birth of
a child).

v" ensure high wages for workers;

v’ fees and other cash payments in the form of a percentage of signed agreements and
contracts;

v’ payment for employee training.

4) Optimization of intangible form of staff motivation:

v implement a quality social package to provide:

— improving the level of qualification and giving employees the opportunity to acquire new
knowledge;

— handing out gifts to employees;

— organization of corporate holidays, parties and rest for staff;

— areliable social security system for workers;

— preferential food, preferential use of housing and transport;

v flexible working schedule;

v" ensuring comfortable and safe working conditions;

v establishment of places for staff rest at the enterprises;

v establishment of organizational culture and creation of atmosphere of a single team;

v" public greetings, gifts, certificates, certificates, praise for professional achievements and
successes.

5) Implementation of social benefits:

- free medical examination;

- free vacation during holidays;

- free access to the gym on the territory of the enterprise.

Conclusions.

1. We have studied the essence of the process of personnel motivation management, which is
characterized by the development and implementation of measures aimed at improving the skills,
knowledge, motivation and competence of employees, in accordance with the overall strategy of
enterprise development.

2. The methods of meeting the basic needs of the personnel of the organization, which are based
on the management laws and provide for the use of various methods of influence on the staff in order
to intensify its activity, are investigated. These needs are: physiological; security and safety;
independence and involvement; recognition and respect; self-expression.

3. It is established that motivation in the personnel management system plays a very important
role for both employees and their direct managers, and for the enterprise as a whole. One of the main
tasks of management is to determine the interests of the needs of employees, to find a common
language with subordinates in the atmosphere of a single team. The system of managerial influences
on employees' motives aimed at achieving the maximum efficiency of the enterprise activity is the
system of personnel motivation.

Consideration of the methods of personnel motivation at the enterprises in the countries of Western
Europe shows that the level of the system of motivation of workers at the Ukrainian enterprises needs
development and optimization, therefore in the offered article the typical model of improvement of the
means of the personnel motivation for activity of the enterprises in Ukraine was formed.

References (in language original)
1. 3auocoBa H.B. KagpoBuii MeHeXKMEHT y CHCTeMi €KOHOMIYHOi Ta (iHaHCOBOi Oe3meKu
KoMmepiiiiHoro 6anky. Cyuacha exonomixa. 2011. Ne 5. C. 14-25.
2. 3anopa B.O. YmpaBniHHA KagpoBUM IIOTEHIaJOM IiJNPUEMCTBA: TPAKTHYHI AacHeKTH Bigdopy
NpaliBHUKIB. [Hmezposani Oiznec-cmpykmypu: mooeni, npoyecu, mexuoaoeii. 2016. Ne 11. C. 110-112.

37



ISSN 2707-5036 Bicuuk YHY im. b. Xmensaunbkoro. Cepist «Exonomiuni Haykny». 2020. Ne 1

3. I'epacumenko O.M. MogenioBaHHs CHCTEMH 3a0e3ICUYCHHS KaApoBOi Oe3meku  cyO'ekTa
rocroaaproBanHs. Akmyanvhi npoonremu exornomiku. 2012, Ne2. C. 118-124.

4. Kovalenko A. Determinants of personnel policy in the process of management of financial and
economic security of business entities. Bulletin of the Cherkasy Bohdan Khmelnytsky National University.
Economic Sciences. 2019. Ne3. pp. 70-77.

5. IlepeBozunkoBa H. O., Koroa [. 1. OcobimBocTi MoOTHBamii MepcoHAly Ha Cy4acHHX
mignpueMcTBax. Egexmusna exonmomixa. 2014. Ne3. URL: http://www.economy.nayka.com.ua (mara
3BepHenHs: 01.02.2020).

6. [Mobepexxna I'. MotuBariisi sk CkIajoBa eQEKTHBHOTO YIPAaBIiHHSA IEPCOHAJIOM OpraHizarii.
Exonomixa AIIK. 2009, Ne 1. C. 78-83.

7. unkapenko B.I'., KpuBopyuko O.H. YmpaBnenue pesynpratamul aesitedbHOCTH paboTHHKOB ATIL
M3n-Bo XI'AJITY, Xapekos. 1999. 143 c.

8. Hpsxiuos H., Kympusnos E. Cucrema motuBauuu nepconana B 3anagnoii Espornie u CILA. [Ipobremu
meopuu u npaxmuxu ynpagrenusi. 2009. Ne 2. C. 83-88.

9. KibanoB A. f., IBanosceka JI. B. Crpareriude ynpasninas nepconaniom. Kuis. 2009. 450 c.

10. Kpywmensnunpka O.B., . Mensanuyk . JI. Yopasninaa nepconanom: Hasyu. nocionuk. K.: Konmop,
2003. 296 c.

11. Myukin . Hematepiansna MmoTuBamist npoayKTHBHOCTI npati. [lepconan. 2009. Ne 4. C. 44-49.

12. Poratiok O. B., 3aeup O. B. HemarepianpHa MOTHBAIIIA TIpalli K Ba)XIWBUW YMHHUK ITiIBUICHHS
epextuBrocti mpami. URL:  http://intkonf.org/rogatyuk-ov-zaets-kd-nematerialna-motivatsiya-pratsi-yak-
vazhliviy-chinnik-pidvischennya-efektivnosti-pratsi/ (nata 3sepuents: 03.02.2020).

13. CnapkeBua B. II., UYepmsscekuit A. JI. CydacuHuii wmeHemxMeHT opranizamid. URL:
http://maup.com.ua/assets/files/lib/book/p08_53.pdf (nara 3sepuensnsi: 03.02.2020).

14. Bepetenko . Menemxep o nepcoHary URL:
https://hrliga.com/index. php’)module news&op=view&id=11339 (,I[aTa 3Bepuenns: 04.02.2020).

15. MortuBaliist sk yMOBa 1 YHHHHK TpodeciiHOro Ta Kap'epHoro po3BuTKy nepconary URL: http://e-
works.com.ua (ata 3Beprenns: 04.02.2020).

16. IlepesozumkoBa H., Koroa FO.I. O. OcobmuBocTi MOTHBalii MEPCOHATY Ha CY4YacHUX
mignpuemctBax URL: http://www.economy.nayka.com.ua/?op=1&z=1961 (nata 3Bepuenns: 04.02.2020).

References

1. Zachosova, N. V. (2011). Personnel management in the economic and financial security of a
commercial bank. Suchasna ekonomika (Modern economy), 5, 14-25 (in Ukr.).

2. Zanora, V. O. (2016). Managing human resources of the enterprise: practical aspects of employee
selection. Integhrovani biznes-struktury: modeli, protsesy, tekhnilohii. (Integrated business structures: models,
processes, technologies), 11, 110-112 (in Ukr.).

3. Herasymenko, O. M. (2012). Modeling of personnel security system of the economic entity. Aktualni
problem ekonomiky. (Current problems of economy), 2, 118-124 (in Ukr.).

4. Kovalenko, A. (2019). Determinants of personnel policy in the process of management of financial
and economic security of business entities. Bulletin of the Cherkasy Bohdan Khmelnytsky National University.
Economic Sciences, 3, 70-77.

5. Perevozchikova, N. O., Kotova, |. (2014). Features of staff motivation in modern enterprises.
Efektyvna ekonomika. (Effective Economics), 3, URL: http://www.economy.nayka.com.ua (Last accessed:
01.02. 2020).

6. Poberezhnaya, H. (2009). Motivation as a component of effective management of the organization's
personne. Ekonomika APK (Economics of AIC), 1, 78-83(in Ukr.).

7. Shinkarenko V. G., Kryvoruchok O. V., Shinkarenko V. G. (1999). Management of results of activity
of employees of ATP. Kharkov: Publishing House of KhGADTU (in Ukr.).

8. Dryakhlov, N., Kupriyanov, E. (2009). Personnel motivation system in Western Europe and the USA.
Problemy teorii i praktyky upravlinnia. (Problems of management theory and practice), 2, 3-88 (in Ukr.).

9. Kibanov, A. Y., Ivanovskaya, L. V. (2009). Strategic personnel management. Kiev.

10. Krushelnytska, O.V., Melnychuk, D. L. (2003). Personnel management: training manual. K.:Condor,
296.

11. Mushkin, I. (2009). Intangible motivation of labor productivity. Personal. (Staff), 4, 44-49 (in Ukr.).

12. Rogatyuk, O.V., Zayets, K. D. Intangible motivation of labor as an important factor of increase of
labor efficiency. URL: http://intkonf.org/rogatyuk-ov-zaets-kd-intangible-motivatsiya-pratsi-yak-vazhliviy-
chinnik-pidvischennya-effectiveness-pratsi (Last accessed: 03.02.2020).

13. Sladkevich, V. P., Chernyavsky A. D. Modern Management of Organizations URL:
http://maup.com.ua/assets/files/lib/book/p08_53.pdf (Last accessed: 03.02.2020).

38



ISSN 2707-5036 Bulletin of the Cherkasy National University. Economic Sciences. 2020. Issue 1

14. Veretenko, D.

Personnel manager.

https://hrliga.com/index.php?module=news&op=view&id=11339 (Last accessed: 04.02.2020).

15. Motivation as a condition and factor of professional and career development of personnel. URL:

http://e-works.com.ua (Last accessed: 04.02.2020).

16. Perevozchikova, N.A., Kotova, Y. |. Features of staff motivation at modern enterprises URL:

http://www.economy.nayka.com.ua/?0p=1&z=1961 (Last accessed: 04.02.2020).

CAPAHJI Anna CepriiBaa

CTyIeHTKa KadeIpr MeHEIKMEHTY Ta €eKOHOMITHOT
Oe3mneKu,

Yepkacbkuii HaliOHaJIbHUN YHIBEPCUTET

iM. bormana XmMensHUITEKOTO, M. Uepkacu, YKpaiHa

KIBAJIBHUK JIro60oB OsnexcanapiBHa

I.€.H., IOIICHT, 3aBiyBa4 Kad)eaApu MOIEITIOBaHHS
E€KOHOMIKH Ta Oi3Hecy,

Yepkacbkuil HalliOHATBHUN YHIBEPCUTET

iM. bornana XMenbHUIIBKOTO, M. Uepkacu, Ykpaina

URL:

3AHYOCOBA HaraJjis BosiogumupiBaa

1.€.H., mpodecop, npodecop kadenpu
MEHEPKMEHTY Ta €eKOHOMIYHOI Oe3ITeKH,
Yepkacbkuii HalioHaJIbHUN YHIBEPCUTET

iMm. bormana XmenpHUIBKOTO, M. Uepkacu, Ykpaina

TEOPETUYHI ACHHEKTH YIIPABJIIHHA MOTUBAUI€TO IIEPCOHAJLY B CUCTEMI
KAZPOBOI TIOJITHUKH TA KAAPOBOI BE3IIEKH

Ilpobnema. Huwmi oouicio 3 20106HUX NpoOIEM VKPAIHCOKUX NIONPUEMCME €  GUKOPUCTIAHHS
HeeghexmugHoi cucmemu momugayii nepconany abo ezazani ii iocymuicms. Cyyachuti po3gumox eKoHOMIKU ma
HAYKOBO-MEXHIUHUL NPO2pec MAoMb 8eUKULL BNIUG HA NIONPUEMHUYLKY OLSIbHICMb, | HOMPeOyomb 3a1y4eHH s
BUCOKOKBANIPIKOBAHUX CReYIanicmis, NOCULEHHs KOHKYPEHMOCHPOMOICHOCMI ma Oe3niy [Huux pecypcis, abu
RIONPUEMCINGO MAO 3MO2Yy CMAL0 [ mpugano mpumamucs Ha puHKy. [na Oinvwiocmi nionpuemcms i
OpeaHizayiti NOCMAn0 NUMAaHHA WoOO HeOOXIOHOCMI 80OCKOHANIEHHS CUCTHEMU MOMUBAYTT NEPCOHANY 3 MEMOI0
3abe3neyeHHss NPOOYKMUBHOCMI pobomu NpayieHuKie, abu mum camum O0cCsAemu 3POCMAHHSA NOKA3HUKIG
eghexkmuerHocmi RIONPUEMCMBA 8 YiNoMY.

Mema cmammi — pos3Kpumu CymHiCmb npoyecy YNpaeiiHHi MOMUBAYICIO NePCOHANY Mdad O0CHOUmu
Memoou 3a0080]eHHs. OCHOBHUX NOmMped NepcoHANy opeaHizayii 6 medcax peanizayii Kaopoeoi noaimuxu
nionpuemcmea ma 0751 3abe3neueHts Kaoposoi besnexu cyb exma 20cnooapro8aHHsI.

Memoou. /(s docaeneHHs nOCmagieHoi Mmemu, nio 4ac 00CHOMCenHs, 0Yau BUKOPUCMAHT MAKI MemOOu:
AKICHI ma KilbKiCHI Memoou 00poOKu Oanux, emnipudnull, epapivnuil Memoo ma mMemoo y3a2aibHeHHS.

Pesynomamu. Y cmammi onucani oCHOGHI NOHAMMSL, NO8'SI3aHI 3 POANIO MOMUayii nepconany cyb'ekma
20CN00aprO8aHHs MA CIMUMYTIIO8AHHS AKMUBHOCMI NPAYIGHUKIE HA CYHACHUX nionpuemcmeax. Busueno npoyec
YNpasainHa momuseayiero nepconany. Posxpumo cymuicmo ma cucmemy momusayii nepconany 6 opeanizayisax
ma it gopmu. Pozenamymi memoou momueayii nepcownany. OOIpyHmoeano HeoOXIOHICMb 600CKOHAICHHS
CIMUMYTIOB8AHHS MPYO08OL OIIbHOCMI 8 CUucmeMi YNPAeIinHa NePCOHANOM HA RIONPUEMCBAX YKpaiHu.

Haykoea noeusna. Po3pobreno cmpykmypy mooeni 600CKOHANEHHS 3Ac00i8 MOmugayii nepcoHany Ha
CYUACHUX YKPAIHCLKUX NIONPUEMCMBAX, AKa nepeddayae 0iazHOCMUKY YUHHOI CUCeMU MOMUSAyii nepcoHany,
Wo ICHy€ Ha NIONPUEMCMEI, npoyec GOopMySanHs yineti MOMUBAYIlHoI NOAIMUKY NePCOHANY, NOULYK npodiemu
no2CipulenHs. npaye30amnocmi NiONPUEMCMEd, a MaKoXiC SUSHAYEHHS, KA 3 Gopm momusayii npayieHuxie
(MamepianbHa YU HeMamepiaibHa) cmaia NPULUHOK HeepeKmusHo20 YNpasniHHi NePCoOHALIOM, ONMUMIZAYIIO
Mamepianvhoi i HemamepianbHoi hopmu Momuayii podIMHUKIE, BNPOBAOINCEHHS NOJIMUKU COYIANbHUX BU200.

Bucnoeku. Oonum i3 0CHOBHUX 3a60aHb KEPIGBHUYMEA € GUSHAUEHHA iHmepecie nompebd NpayieHuKis,
BHAXO0OMNCEHHST CNINbHOI MO8U 3 nidreeaumu y ammocepi eounozo rkorexkmugy. Cucmemor) YnpasuiHCbKux
BNIUBI6 HA MOMUBU NPAYIBHUKIB, WO CNPAMOBAHI HA OO0CSACHEHHS MAKCUMAILHOI epeKmusHocmi OislibHOCMI
nionpuemcmea, € cucmema momusayii nepconany. Poszennd memodie momusayii nepcouany Ha niOnpuUEMCmeax
8 kpainax 3axionoi €8ponu OeMOHCMPYE, WO piGeHb CUCHEMU MOMUBYBAHHSA NPAYIBHUKIE HA YKPAIHCOKUX
nionpuemMcmeax nompeOye po3eUmKy ma ORMuMIsayii, momy y HpPOnOHOGaHili cmammi 0y10 cpopmosaro
MUNo8y Mo0eib YOOCKOHANEHHS 3AC00i6 MOMUBAYii NepcoHany oas JisibHOCMI NIONpUEMCME 8 YKpaini.

Kntouosi cnoea: ynpaeninua, momusayis, nepcoHan, Kaopoea nonimukd, cucmema, Kkaoposa bOeznexd,
nionpuemMcmeo, cy6 €km 20Cno0apro8aHHs.
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