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STRENGTHENING THE MOTIVATION OF ENTERPRISE PERSONNEL BY
KNOWLEDGE MANAGEMENT MEASURES IN THE CONTEXT OF CHANGE
MANAGEMENT

In the conditions of modern market relations, employees of organizations are required to maximize
returns. Accordingly, for this they must be motivated, able to satisfy their social and physiological needs.
The article highlights the concept of «motivation» as an economic category (the process of inducing people
to work, which involves the use of motives for human behavior to achieve personal goals or the goals of the
organization) and its main tasks are presented. Motivation is considered as a process, and several
successive stages are highlighted in it; features of the types of motivational climate are indicated. Foreign
experience in reforming the system of training and retraining of personnel is analyzed, it is indicated that
the sustainable development of modern companies in the conditions of fierce competition is impossible
without reforming the system of training and retraining of personnel. The main requirements that are
presented to managers of all levels at the present stage (professional competence; the availability of
general training in the field of management; knowledge of the engineering and technology of modern
production; knowledge of the theory of economics, law, pedagogy and psychology; mastery of
administrative skills; the ability to independently accept reasonable strategically correct decisions and
strive for their implementation; a sense of new, the ability to anticipate trends in the development of the
company taking into account changes in the external environment and market conditions; the ability to
manage people). Based on a review and critical analysis of literary sources, the paper proposes ways to
strengthen the labor motivation of personnel (improving the quality of general management, improving the
quality of managing personnel at middle and lower levels of internal management, improving professional
skills and quality of work of employees). The objective conditionality of the practical implementation of the
organization of continuous systematic training of the enterprise personnel has been proved, which, in turn,
requires appropriate reform of the organizational, methodological and informational support of the
internal company training and retraining system.

Keywords: motivation, knowledge management, staff, enterprise, qualification, training, change
management.

Introduction. The formation of effective labor motivation is an important section in the chain of
transformations, which carried out during the transformation of the domestic economy. In market
conditions, employees need the ability to organize their work so that their efficiency was maximum.

24



ISSN 2707-5036 Bulletin of the Cherkasy National University. Economic Sciences. 2020. Issue 3

An important factor in strengthening the labor potential should be the personal interest of employees,
based on the ability of pleasuring their social and physiological needs.

Literature review. Aspects of motivational management, namely the direction of staff
motivation were studied by Arabadzhi Yu. I., Bala V. V., Vlasenko O. S., Ganzhurova L. Y., Didur K.
M., Zelenko G. I., Kushneryk O. V., Lyakh Y. V., Matsak A. G., Plotnikova N. V., Urmanov F. S,
Khomenko I. M., Charikova Y. V., Tsyganova N. and others. In their works the question of the place
of motivation of the personnel is considered, the basic difficulties of adaptation of the personnel
management system to modern conditions of functioning are outlined. At the same time,
comprehensive research of strengthening of labor staff motivation have not been sufficiently
considered to date.

The purpose of the article is to generalize the theoretical foundations of motivational
management and modern approaches to strengthening of labor staff motivation.

Results and discussion. For many years, managers have used various means to increase of
human interest in work. Due attention was paid to this problem by scientists who constantly studied
the nature of human motivation to work. Motivation— is a process of motivating people to work, which
involves the use of motives of human behavior to achieve personal goals or goals of the organization
[1, p. 383]. Every manager for successful leadership of people should generally outline what his
subordinates want or do not want, what external and internal motives for their behavior, in what ratio
they are, how they can be influenced and what results should be expected from them. Based on this,
the leader must form a certain motivational structure of behavior of subordinates, develop in them the
desired motives and weaken the undesirable, or to directly stimulate their actions (Fig. 1).
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*implementation of actions that pleasure needs
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V
»associated with the acquisition of remuneration for the
The fifth stage implementation of individual work that a person has
performed and can meet their needs
«satisfaction of needs; at the same time the person does
The sixth stage not stop his activity before emergence of new need

Fig. 1. Stages of the motivational process
Source: adapted by authors from: [3, 6, 13]

The main tasks of motivation are [2, p. 327]:

—formation of each employee’s understanding of the essence and meaning of motivation;
training of the personnel of the organization of psychological bases of internal organizational
communication;

—formation of managers’ democratic approaches to personnel management using modern
methods of motivation.
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—to solve these problems it is necessary to analyze the process of formation of motivation in
organizations, the changes, which take place in their activities in the transition to market relations.

—considering motivation as a process, we can distinguish several successive stages.

To create the appropriate motivation in the organization it is necessary to direct the efforts of
staff to create a proper climate. There are two types of motivational climate: charging and discharging.
Their features are shown in the table. 1.

Table 1

Features of types of motivational climate

Types of motivational climate

charging

discharging

timely definition and approval of high results of
work

constant misunderstanding between employees in
the team

diversification of work that allows you to fully | lack of trust in employees; poor working
use the potential of the employee conditions
high level of independence and responsibility for | unusable and poorly holding production

work

equipment and ancillary equipment

constant participation in management decisions
related to work

there are no opportunities for training and
professional growth

constant studying and professional growth;
constant and good professional and personal
relations with employees

insufficient attention to employees by the
administration

trust in team members; labor

achievements

clarity of

lack of timely assessment of work by each
employee

high position status

low level of cooperation between employees and
administrative apparatus

constant awareness of the team and a high level
of salary

monotonous and tedious work and inadequate
level of salary for amount of work performed

Source: adapted by authors from: [7, 8, 10, 12]

In the scientific literature [3, 11], all intangible methods of motivation are divided into two
groups: organizational and socio—psychological.

Let us focus on the features of the application of some intangible methods of motivation in
modern management practice, one of which is staff training.

Professional and qualification development of the workforce is inextricably linked with the
strengthening of labor motivation of employees. This connection is manifested in the provision of
stable employment of staff, employment opportunities in the labor market, higher salary, career
opportunities for more skilled workers [4, p. 521]. Sustainable development of modern companies in
conditions of fierce competition is impossible without reforming the system of training and retraining
of employees.

As foreign experience, shows, in countries with developed market economies, make great efforts
in the field of training of employees.

The focus is on the formation of employees with entrepreneurial, creative, strategic thinking.
Thus, German companies annually spend about 9 billion marks to improve the level of education and
qualifications of staff. In France, the average cost of enterprises for such purposes reaches 3% of the
wage bill and continues to grow. In Japan, 80 % of students in the continuing education program study
directly in companies, 18 % outside companies, and 2 % abroad. In Western Europe, there are
currently more than 200 Training Centers for management professionals, significantly intensifying the
process of creating various organizations related to staff training. In countries with developed market
economies, there is constant state support for measures for internal training of personnel [5, p. 32].
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The formation of market relations in Ukraine is associated with a change in the psychology of
both ordinary workers and managers. The main requirements for managers of all levels at the present
stage are [6, p. 174]:

—professional competence;

—availability of general training in the field of management;

—knowledge of equipment and technology of modern production;

—awareness in the theory of economics, law, pedagogy and psychology;

—mastering administrative skills;

—ability to independently make justified strategically correct decisions and seek their
implementation;

—a sense of the new, the ability to anticipate trends in the development of the firm taking into
account changes in the external environment and market conjuncture;

—ability to manage people, etc.

The experience of leading Ukrainian companies that have achieved significant success in the
field of reforming the system of training and retraining is very useful for further use in corporate
management of other enterprises of the industrial complex of the country. To strengthen the work
motivation of staff, work in this direction should be conducted comprehensively, with coverage in a
single system of three directions (Fig. 2).

improving the quality of general management

improving the quality of management staff at the middle and lower
levels of internal corporate governance

improving the professional skills and quality of work of employees

Fig. 2. Directions for strengthening the work motivation of staff
Source: adapted by authors from: [8, 9]

The practical implementation of these directions objectively causes the need for continuous
systematic training of personnel of the enterprise, and this, in turn, requires appropriate reform of
organizational-methodological and information support of the company ‘s internal system of training
and retraining.

No less important method of motivation is the social policy of the organization — first, the
organization implements benefits and guarantees in the frameworks of social protection of workers
(social insurance in old age, due to temporary disability, unemployment, etc.), established at the state
or regional level. Second, organizations provide their employees and their family members additional
benefits related to the elements of material incentives, at the expense of funds allocated for these
purposes from the social development funds of the organization.

To eliminate the physical and moral discomfort of employees, it is advisable to invest small
amounts of money each month in providing opportunities for recreation. For example, one of the latest
innovations, which is already actively used by foreign companies — is the equipment of special rooms
for employee’s recreation. Western companies have begun to understand that if people are not allowed
to rest, they will not be able to work productively. If you allow an employee to feel like at home, then
most likely he will take the job more diligently.
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By using such motivation incentive tools, the employee gets the opportunity to choose the mode
and time of work and rest according to their wishes and physical capabilities, knowing the required
amount of work per day. This approach will increase the efficiency of employees and the organization
as a whole.

Conclusions. In this regard, we can conclude that effective staff motivation is one of the key
places in the management system of each organization. However, it can be argued that in modern
conditions, salary is not the only tool of motivation, so the head of the organization in personnel
management must pay attention to modern approaches to staff motivation. In order for the methods of
motivation to be effective, they must change according to the circumstances that exist at this stage of
development of society in general and person in particular. In turn, the head of the organization when
choosing a particular method of motivation should, first, be guided by the chosen strategy of personnel
management.

In further works in this direction, it is expedient to investigate the problems of creation and
functioning of the motivational climate in practice (at the existing organizations, firms, enterprises).
Since, taking into account the foreign experience of staff motivation, it can be argued that the
theoretical basis of staff motivation exists, but it is necessary to take into account the results of
motivational monitoring and adapt them to the labor mentality of Ukrainians and the economic and
political situation in the country.
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MNOCUJIEHHSI MOTUBALII MEPCOHAJY NIJMIPUEMCTBA 3AXOJAMHU
MEHE/JUKMEHTY 3HAHDb Y KOHTEKCTI YIIPABJIIHHA 3MIHAMU

Ilpobnema. Dopmysanus 0itowoi mpyooeoi momusayii € BadCIUBOI JIAHKOIW 6 JAHYI03L
nepemeopers, Wo 30MUCHIOIOMbCA 8 X00I MPanc@opmayii Bimuu3HaHoi ekoHOMIKU. B ymosax punky 6io
NpayisHUKI6 NOMPIOHO YMIHHA MAK OPearizyeamu ce010 npayio, woobd ix siooaua O6yia MaKCuMAaibHO.
Ipu yvomy eadicnueum (axmopom nocuieHHsi mpyoo8o2o NOMeHYiany NO8UHHA Cmamu ocooucma
3aYIKABNIeHICMb  NPAYIBHUKIB, 3ACHOBAHA HA MOJNCIUBOCMI 3A00B80JICHHS CBOIX COYIANbHUX |
Qizionoeiunux nompeo.

Memor 0ocniodiceHHs € Y3a2albHeHHs MeopemuyHux 3acad MOMUBAYitiIHO20 MeHeONCMenmy ma
CYYAcHUX niOX00i8 NOCUNIeHHs MpPY008Oi MOMUBAYI] NEPCOHANY 3AX00AMU MEHeONCMEHM) 3HAHb Y
KOHmMeKCcmi YNpasaiHHs 3MIHAMU.

Pezynomamu. /[osedeno, ujo HeobXiono gopmyeamu nesHy Momueayitiny cmpykmypy noeoinKu
nione2nux, po3suUeamu y HUX 0axcani Momugu i nociabaroeamu Hebaxjicawi, abo 30ilCHIO8AMU Npsme
cmumynoeanns ix Oiu. Y3aeanvHeno ocHO6HI 3adaui momueayii: GQopmyeamHHs Y KOICHO20
CNieNPayi6HUKA PO3YMIHHA CYMHOCMI 1 3HAYEHHA MOMuUeayii, HAGUAHHSA NEPCOHANY OpeaHizayii
NCUXOTIO2TYHUM OCHOBAM GHYMPIUHbO OP2AHI3AYIUHO20 CHIIKY8AHHA, (DOPMYBAHHA V KepiGHUKIE
0eMOKpaAmMuyHUx nioxo0i6 00 YNPAGIIHHA NEePCOHANOM 3 GUKOPUCMAHHAM CYYACHUX Memoois
momusayii.

Hocniooceno emanu momugayitino2o npoyecy ma 0cooOIU8OCmi hopmMy8aHHs 3apaoHCY8alIbHOO
i po3psa0IHCY8ANLHO20 MUNi6 Momusayitinozo kiimamy. Pozenanymo ocobnusocmi nemamepianbHux
Memodie mMomusayii OpeaHizayitiHo2o 1 COYIANIbHO-NCUXON02IYHO20 XAPAKMepi8, 3ACHOBAHUX HA
MeHeONCMeHmi 3HAHb MA YAPAGIIHHI 3MIHAMU.
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Haykoea noeusna. /loseoeno, wjo cmilikutl po36Uumox Cy4acHux KOMNAHIu 8 YMOB8AX KOHKYPEHYIl
HeModcausull be3 peopmysants cucmemu HABUYAHHA I Nepenio2omosKu Kaopié 3 opicHmayiclo Ha
Qopmyeanns y  NpayieHUKié  NIONPUEMHUYLKO2O,  MBOPYO20,  CMPAMEiYHO20  MUCTEHHS.
Cronyenmposano ysacy Ha HeoOXIOHOCMI CMEOPeHHs. YeHMPI8 HAGYAHHs ¢haxieyie 3 YNpaeiHHAL.
Po3spobneno nanpsmu nocunenuss mpyoogoi momusayii nepcomany uepe3 YCYHeHHs Qizuuno2o i
MOPANbHO20 OUCKOMGDOPMY NPAYIEHUKIS.

IIpononyemoca suxopucmanus iHcmpymeHmie MOmMu8ayilitHo20 3a40X04eH s, 3 00NOMO20I0 SIKUX
CRIBPOOIMHUK OMPUMYE MOACTUBICMD BUOOPY PEACUMY YACY Npayi ma 8iONOYUHKY BIONOBIOHO 00 CBOIX
nobasicans ma QI3UYHUX MONCTUBOCEL, 3HAIYU NPU YbOMY HeoOXiOHUull 00 'em npayi na Oenv. Takuil
nioxXio 003601UMb NIOBUWUMU ePeKMUBHICMb JISLIbHOCHI NPAYIBHUKIE MA OPeaHi3ayii 6 YiloMmy.

Bucnoeku. Egexmusna momueayis nepcouany 3aiumae OOHe 3 KIIOYOBUX MICYb y CUCTEMI
VIPABNIHHA KOJCHOIO0 opeanizayicio. B cyuacnux ymoeax 3apniama — He €OUHUU IHCMPYMeEHm
momueayii, Mmomy KepieHUK Opeanizayii 8 KOHMeKCMi MEeHeONCMEeHMY 3HaAHb Ma YNPAGIIHHA 3MIHAMU
NOBUHEH 38epmamu y8azy Hda CYYacHi nioxoou 0o momuseayii nepconany. /na moeo, wob memoou
momueayii 6y1u eghekmusHuUMU, BOHU NOBUHHI 3MIHIOBAMUCS 8I0NOBIOHO 00 0OCMABUH, 5IKI ICHYIOMb HA
OaHOMY emani po36UMKY CYCRIIbCMEA 6 YLIoMy ma JI0OUHU 30Kpema. Y ceolo uepey KepisHuk
opeaHizayii npu ubOpi neeHoco memody MOMUeayii NosuHeH, no-nepuie, Kepyeamucs 00pamoio
cmpamezieio ynpasainHA NepCoHANOM.

Y nooanvuwux pobomax y yvomy Hanpsami OOYIIbHO O0CAIOUMU NpodIemMu CMEOPEHHs md
@DyHKYiOHYBaAHHA MOMUBAYiliHO20 Kuimamy Ha npakmuyi Ha Oitouux. OcKintbku, Oepyuu 00 ysacu
3apyOidcHuti 00Cc8i0 MOMUBAYIl NEPCOHANY, MOICHA CMBEPONCY8AMU, WO MEoOPemudti OCHO8U
Momusayii nepcoHamy ICHylomv, ane HeoOXIOHO 8paxosysamu  pe3yibmamu  MOMUSAYIUHO20
MOHIMOpUHEY ma aoanmyeamu ix 00 mpyoo8oc0 MeHmanimemy VYKpAiHyi@ ma eKOHOMIYHOI i
NoOAIMUYHOI cumyayii 8 Kpaiui.

Knrwouoei cnosa: momusayis, meneOd’cMeHm 3HAHb, NEPCOHAN, NIONPUEMCMEO, K8ANipikayis,
ni02omoeKa Kaopis, YNpaeiiHHa 3MIHAMU.
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