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PERSONNEL MOTIVATION MANAGEMENT IN THE SYSTEM OF DEVELOPMENT OF
INTELLECTUAL POTENTIAL OF AN ENTERPRISE: TRADITIONAL SCIENTIFIC
APPROACHES AND NEW SENSES

The loss of human capital by Ukraine after the start of a full-scale war in 2022 led to a shortage of workers
in intellectual professions in the labour market. Combined with the trend towards digitalization of business
processes, which allowed to significantly expand the boundaries of remote employment and virtually destroyed
all existing barriers to employment opportunities for Ukrainians abroad, the two factors led to the fact that
domestic enterprises found themselves in a situation of inability to attract highly qualified personnel to their teams
and teams due to the inability to offer a competitive level of remuneration for their labour compared to foreign
companies. In view of this, there was an urgent need to find motivational tools to attract the attention of qualified
employees to the opportunities for work in Ukrainian companies.

Purpose - is a review and analysis of traditional scientific approaches and the search for new meanings in
the field of personnel motivation management to ensure the need to develop the intellectual potential of the
enterprise.

The study confirms the possibility and necessity of implementing an effective mechanism for managing
personnel motivation for the systematic development of the intellectual potential of the enterprise. This mechanism
should be purposeful and multifaceted. The key object of this mechanism, especially in conditions of shortage of
qualified personnel, is the level of motivation of employees for continuous training and professional development.
The introduction of such a comprehensive and flexible approach will allow enterprises not only to retain valuable
specialists, but also to effectively develop their intellectual capital.

The following components of the mechanism for managing personnel motivation in the system of developing
the intellectual potential of an enterprise have been identified and specified: subjects of management, object of
management, goal of motivation management, management functions, its stages, tools of motivational influence,
methods of using factors motivating company employees for continuous professional development and self-
improvement.

Personnel motivation management in modern business conditions should combine classical approaches
and practices with new meanings, in particular, with the paradigms of human-centered management,; and form a
single comprehensive approach aimed at developing a culture of continuous learning and professional self-
improvement of employees, using innovative practices and methods of organizing personnel employment, and
focusing management efforts on the well-being and economic security of employees. Only such a comprehensive
and integrated approach to HR management of organizations will allow them not only to survive in the market,
but also to secure competitive advantages in the modern turbulent environment, under the influence of
digitalization, and to preserve the most valuable intangible resource of business - human intellectual capital.

Keywords: motivation, personnel, HR management, intellectual potential, employee development,
enterprise development.

Problem statement. The loss of human capital by Ukraine after the start of a full-scale war in
2022 led to a shortage of workers in intellectual professions in the labour market. Combined with the
trend towards digitalization of business processes, which allowed to significantly expand the boundaries
of remote employment and virtually destroyed all existing barriers to employment opportunities for
Ukrainians abroad, the two factors led to the fact that domestic enterprises found themselves in a
situation of inability to attract highly qualified personnel to their teams and teams due to the inability to
offer a competitive level of remuneration for their labour compared to foreign companies. In view of
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this, there was an urgent need to find motivational tools to attract the attention of qualified employees
to the opportunities for work in Ukrainian companies. Updating the personnel composition of business
structures will allow them to increase the level of intellectual potential for the need to gain competitive
advantages in the fight for the attention and financial resources of consumers of goods and services in
the markets, and to use the opportunities for producing new products and providing updated services,
the share of intellectual value in the price of which will be significantly higher, compared to analogues
currently existing on the domestic market.

Analysis of recent research and publications and isolation of part of an unresolved problem.
Contemporary researchers explore the process of intellectual potential formation, its characteristic
features, and problematic aspects at various levels of socio-economic systems: national [1], regional [2,
3], and at the level of individual economic entities [4].

Contextually, domestic scholars' attention is focused on specifying the environmental conditions
for managing intellectual potential [5], the information-digital model for managing intellectual potential
development [6], strategic vectors for intellectual potential development and its management
mechanisms [7], mechanisms of state regulation of intellectual potential in the context of digitalization
[8], the impact of globalization changes on enterprise intellectual potential management [9],
opportunities for using education, science, and digital technologies for intellectual potential development
[10], the formation and development of intellectual capital as a prerequisite for increasing enterprise
competitiveness potential [11], digital transformations and intellectual business as tools for new
perspectives in human potential and socio-economic systems development [12], among others.

Given that personnel motivation is an important condition for developing an enterprise's
intellectual potential, scientific studies dedicated to means of increasing employees' motivation for
learning, enhancing their qualifications, and updating knowledge and skills in accordance with current
needs deserve attention. For instance, Fedynets N. 1. and Kotsupei V. M. comprehensively examine the
motivational component of enterprise personnel behavior management [13]. Hapieieva O. M. and
Skakun V. V. specify the foundations for building a personnel motivation system in modern organization
management [ 14]. Hunko V. L. works on increasing the state's role in motivating employees for effective
realization of intellectual potential [15]. Potiomkin L. M. seeks opportunities to increase the efficiency
of enterprise functioning and the level of personnel motivation management in conditions of martial law
[16]. Aranovych Yu. V., Sokurenko P. 1., Valentiieva O. V., and Chalapko L. D. describe innovative
approaches to motivating and retaining talent in hybrid work conditions: challenges and opportunities
for human resource management [17]. Makovoz O. V. and Ishchenko V. O. investigate motivational
components of personnel management at enterprises [18]. Levchuk N. M. and Petrovska S. L. study
opportunities for improving the personnel motivation mechanism [19]. Luhova V. M. and Churkin A.
O. explore directions for diagnosing managerial personnel motivation in accordance with modern
motivation theories [20]. Ostrianina S. V. clarifies socio-psychological features of ensuring organization
management in the context of personnel motivation models during wartime [21]. Diakonova L. L.,
Shcherbyna T. V., Yurchenko A. A., and Siniahovskyi Yu. V. conduct an analysis of modern models of
personnel motivation management in international companies in the context of employees' value
orientations [22]. Rekunenko I. I., Kobushko Ya. V., Rybalchenko S. M., Ryzhkov V. A., and Ismailova
A. concentrate on the aspect of managing the motivation for professional development of organization
personnel [23].

Despite the wide range of scientific publications covering the issues of modern enterprise
personnel motivation, there is still insufficient specificity regarding the use of motivational factors for
building up the intellectual capital of domestic business entities.

The purpose of the article is a review and analysis of traditional scientific approaches and the
search for new meanings in the field of personnel motivation management to ensure the need to develop
the intellectual potential of the enterprise.

Basic material of research. Awareness of the essential importance of intellectual potential in the
context of solving current problems of HR management of modern enterprises is an important step for
building effective motivational mechanisms and practices in personnel management. Rud N. T.,
Havrilyuk Yu. M. emphasize that the results of intellectual creative activity of employees (inventions,
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utility models, industrial designs, etc.) determine the dynamics of development of the enterprise, region,
country and ensure the successful sale of its goods and services. Therefore, the commercialization of
intellectual property is an important strategic and tactical task of all developed countries [24, p.284].
However, the question remains - how to encourage employees of companies to create intellectual
property objects, especially in conditions of limited financial and material resources to pay for their
labour?

Zabolotna N. M. specifies the concept of intellectual potential in modern scientific thought and
offers the following definition: intellectual potential is a cognitive ability to analyse, understand, solve
problems in order to generate, accumulate, use and develop intellectual assets, through the production
of innovations and the formation of adaptive and flexible mechanisms using logical thinking, creativity
and abstract reasoning to achieve strategically oriented goals and active development, taking into
account changes in the endogenous and exogenous environment. In a broad sense, intellectual potential
includes intangible assets such as knowledge, human capital, information technology, relationships with
customers and partners, which constitute an important resource for creating value and ensuring the
successful development of the enterprise [25, p.190].

Personnel knowledge is a fundamental component of the intellectual potential of an enterprise.
The sphere of education plays a priority role in the formation and development of the intellectual
potential of the population, forming a complex of knowledge and skills necessary for working life [15].
Such characteristics as basic personnel education, special and targeted personnel training, informational
personnel training, communicative personnel training (linguistic, psychological), a system of stimulating
scientific and innovative activities, including increasing the social status of personnel (health, medical
equipment, career growth) [24, p.285] should be the focus of attention of company management when
developing a modern motivational mechanism. In this context, it is advisable to assess the possibilities
of using traditional paradigms and concepts of motivation to update personnel motivation practices. For
example, motivational theories of needs by A. Maslow, F. Herzberg, D. McClelland can be used from
this point of view that the phenomenon of motivation arises in the case of the existence of unsatisfied
needs of employees. In this context, the task of the HR manager is to accurately identify such needs and
create all the necessary conditions for their satisfaction in the shortest possible time. The role of the
procedural theories of V. Vroom, J. Adams lies in the ability to focus the attention of management
personnel on how exactly the employee chooses a certain type of his behaviour, focusing on the desired
result and expecting a fair reward. The fundamental postulates of the theory of reinforcement
(behavioural theory of motivation) authored by B.F. Skinner testify to the fact that the positive behaviour
of the employee, that is, the one that directs him to professional development, will be repeated if such
his actions are supported by material or non-material incentives from the company's managers. It is these
classical theories that have formed the fundamental basis for the development of many traditional
practices of personnel motivation today, such as systems of material incentives, career growth, public
recognition of merit and involvement of employees in the management of enterprises. They still do not
lose their relevance, but in the conditions of increasing importance of the results of intellectual labour
for the economic success of a business, their effectiveness is determined by their correct use with a
rethinking of the needs of employees.

In the modern turbulent economic world, where competencies, skills and innovations have become
the main competitive advantages for doing business, the ability of an enterprise to initiate development
and effectively use the intellectual potential of its employees becomes a fundamental factor in their
economic success. At the same time, realities show that traditional tools and approaches to personnel
motivation do not always meet the current challenges of today, which encourages theorists and
practitioners to look for new ways and means of using motivational factors and factors in the process of
HR management of organizations.

Hunko V. I. emphasizes the fact that motivation to develop intellectual potential is an important
task not only for the management of specific enterprises, but also for state policy. It is worth emphasizing
that the general tendency to reduce the motivation of the employed population to actively use and
develop intellectual potential is the result of a predominantly negative effect of a complex of factors that
cover the conditions of human life. The state lacks control over the social and labour sphere of life,
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factors that affect the ability to have decent work, to be satisfied with labour activity, and thanks to this
- the quality of life, the realization of oneself as an employee, individual, citizen [15]. Thus, the new
meaning and direction in the implementation of the mechanism for managing personnel motivation
should be its focus on the development of the intellectual potential of the enterprise. To calibrate
motivational mechanisms at the specified facility, the following areas of managerial influence on the use
of motivational tools are proposed: motivation for continuous learning and self-development of
employees, motivation for innovative approaches, initiative and creativity when performing professional
tasks, motivation for knowledge exchange and smooth teamwork within the company's unified team;
ensuring psychological comfort and well-being of employees and developing a system of internal
motivation of personnel with a focus on the importance of their effective work and its impact on the
overall performance indicators of the business entity.

Fig. 1 summarizes the elements of the personnel motivation management mechanism in the system
of development of the intellectual potential of the enterprise.

Subjects - HRM
employees

A

Object - the level of staff
motivation to professional
development

The goal is to increase
intellectual capital

\

Management functions -
planning, organization,
assessment, control

!

Management stages-
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assessment of results

4

y

Management levels -
administration, The mechanism of
departments, teams, managing staff
employees motivation

A

A

Management forms -
centralized and
decentralized

Methods and levers -
motivation and
encouragement

Tools - tangible and
intangible

Figure. 1. - Elements of the mechanism of managing personnel motivation in the system of
development of intellectual potential of the enterprise
Developed by the author

Rational and effective management of personnel motivation in order to increase and develop the
intellectual potential of the enterprise should be implemented not as a set of tools that are used
fragmentarily and only when an urgent need arises, but as a comprehensive, flexible and adaptive system
of management actions, as an adapted approach to the formation of a human resource of high
professional quality. Personnel motivation management in modern business conditions should combine
classical approaches and practices with new meanings, in particular, with the paradigms of human-
centered management; and form a single comprehensive approach aimed at developing a culture of
continuous learning and professional self-improvement of employees, using innovative practices and
methods of organizing personnel employment and focusing management efforts on the well-being and
economic security of employees. Only such a comprehensive and integrated approach in HR
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management of organizations will allow them not only to survive in the market, but also to secure
competitive advantages in the modern turbulent environment, under the influence of digitalization, and
to preserve the most valuable intangible resource of business - human intellectual capital.

Conclusions and prospects for further research. Having studied the features of personnel
motivation management in the system of intellectual potential development of an enterprise in traditional
scientific approaches and in the publications of modern scientists, we can draw conclusions about the
possibility of introducing a mechanism for managing personnel motivation in the system of intellectual
potential development of an enterprise. The following architecture and components of the mentioned
mechanism are proposed. Its subjects should include employees of the HR department or another unit
that deals with personnel management. It would be advisable to include the company's top management,
which can influence decisions on resource allocation and determining the part of them that will be
directed to motivational measures. The purpose of such a mechanism should be to increase the level of
intellectual capital of the enterprise. The list of management functions includes traditional ones in the
management of organizations - planning, organizing, evaluating, and controlling the activities carried
out with a focus on how they affected the state of the intellectual potential of the business entity. The
stages of personnel motivation management can be: identification of the employee's needs, selection of
incentives that are best able to satisfy them, and evaluation of the result obtained. It is proposed to include
material and non-material motivators, such as wages, prizes, bonuses, public recognition, additional
leave, praise, etc., as motivation tools. Incentives and incentives are chosen as methods and levers in the
personnel motivation management mechanism. The use of administrative methods of influence, such as
orders or instructions in modern conditions of uncertainty and constant stress of employees, will not
provide a sufficient level of their professional motivation and self-motivation. We consider centralized
forms of management, which will be formed at the company's management level, and decentralized
forms, which will be applied directly by line managers, team leaders, etc. All levels of enterprise
management should be involved in the implementation of the personnel motivation management
mechanism - from administration to ordinary employees. It is important to realize that the object of
creating and operating a mechanism for managing personnel motivation in conditions of a shortage of
qualified personnel in the labor market should be the level of motivation of employees for continuous
training and professional development. Prospects for further research are to form the foundations of the
enterprise's personnel policy, which will be aimed at increasing the level of motivation of employees for
personal and professional development in order to increase the intellectual capital and human resource
potential of domestic economic structures.
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KIMJUIMK Bacuap MukoJiaiioBu4,

3000yBay OCBITH CTyMeHs 1oKTopa ¢inocodii,
KageIpru MEHEDKMEHTY Ta Iep>KaBHOT CITy>KOH,
UepkacbkHii HallioOHAIbHUN YHIBEpCUTET

iMeHi bornana XmeabHULBKOTO,

M. Uepkacu, Ykpaina

YIIPABJIIHHS MOTUBAIIE€TIO ITEPCOHAJLY B CUCTEMI PO3BUTKY IHTEJEKTYAJBHOI'O
HOTEHIIAJY NIIMPHEMCTBA: TPAJTUIIIMHI HAYKOBI IIIXOAU TA HOBI CEHCH

Bcemyn. Bmpama nioocvkozo kanimany Yxpainoio nicia noyamxy nosHomacuimadonoi givinu 'y 2022 poyi
3ymosuna Oeiyum NpayieHuKie iHmMeIeKmyaibHux npogeciii Ha puHky npayi. Y noeonanni 3 menoenyio 0o
yuposizayii Oiznec-npoyecis, AKA O0360MULA CYIMMEBO POUUPUIMU MeJICT OUCAHYItHOT 3atinamocmi |
Gaxmuuno spyunyeana yci icnyioui oomenep nepenoHu O MOACIUBOCNEN NPAYeGIAUMYBAHHS VKPATHYIG 3a
KOpOOHOM, 1 08a (haxmopu 3yMosuny me, wjo 8iMUU3HAHI RIONPUEMCINEA ONUHUIUCS Y CUMYAYIT HeCRPOMOICHOCHI
3QIYYUMU BUCOKOKBANIQIKOBANUII NePCOHAN 00 CB0IX KOICKMUBIE | KOMAHO Yepe3 He30amHICIb 3anponoHy8amu
KOHKYPEHMOCHPOMOIICHULL pi6eHb oniamu ix npayi y nopieHAHHI 3 3apyOidcHuMu Komnauiamu. 3 o020y Ha ye,
BUHUKIIA HA2ANLHA HEOOXIOHICMb NOULYKY MOMUGAYIUHUX IHCMPYMEHMIB 01 NPUGEPHEeHHs Yeacu Keanipikosanux
NpayieHUKie 00 MOXNCIUGOCHEN POOOMU 8 YKPAIHCOKUX KOMUAHISX.

Mema - 02150 i ananiz MpaouyitiHux HAyKoGUX Nioxo0ie ma NOWLYK HOGUX CEHCI8 Y NIOWUHT YNPAGIIHHA
MOMUBAYIECIO NePCOHATTY OISl 3a0e3neyenHs Nompeou Po3GUMKY iHMeNeKmyaIbH020 NOMEHYIATY NIONPUEMCIEA.

Pezynvmamu. J[ocniooicennsn niomeepodicye MONCAUGICHb ma HeoOXIOHICMb NPOBAOICEHHS eheKMUBHO20
MeXAaHizMy YHPAGAiHHA MOMUBAYIEI0 NepcoHany OJil CUCHEMHO20 PO3GUMKY THMENeKMYalbHO20 NOMEeHYIANY
nionpucmcmea. Lleii mexanizm mae oymu yinecnpamosanum i obacamoacnexmuum. Kniouogum o6'ckmom ybo2o
MexXanizmy, 0cobnuso 8 ymoeax Oeiyumy Keanighikoganux raopis, € pieeHb Momueayii npayieHuKie 00
HOCMIUHO020 HAGYAHHSI MA NPOGheciiinoco pO3GUMKY. 3anpoGaONCeHHs MAKO20 KOMMIEKCHO20 MA 2HYYKO20
niOxX00y 003601uUNb NIONPUEMCINGAM He uule Ympumyeamu Yinnux gaxisyis, a il eghexmugno po3eugamu ceiil
iHmenexmyanbHull Kanima.
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Opuczinansnicme. Buokpemneno ma KOHKpemu308aHO mMaki CKIAO0GI eneMeHmu Mexanizmy YNpasiiHHs
MOmMUBAYil0 NePCOHANYy 8 CUCEMI PO38UMK)Y [HIMENeKMYalbHO20 NOMEHYiary RIONpUEMcmea aK cyo €kmu
YHPAGNIHHA, 00 €KM YNPAGIiHHS, Mema YNPAGIIHHIA MOMUBAYIEIo, (PYHKYIT YNpaeinHs, 11020 emanu iHCmpymenmu
MOMUBAYIUHO20 6NIUBY, MEOOU SUKOPUCIIANHS (PaKmopie Momusayii npayieHukie KOMRAaHii 00 nOCmilHo2o
npoghecitinozo po3suUmKy ma camo8OOCKOHAIEHHS.

Bucnoeox. Ynpasninus Momusayicio nepcoHany y Cy4acHux ymoeax 6edeHusi Oiznecy mMae NOcOHamu
KIACcuyHi nioxoou ma NpaKkmuku 3 HOGUMU CEHCAMU, 30KpeMa, 3 NapaoueMamu JOOUHO YCHMPOBAHO2O
MeHeOxucmennmy, 1 cpopmysamu  cOunHull KOMWAEKCHUl NIOXi0, CAPIMOGAHUIL HA PO3GUMOK  KVIbMYpU
be3nepepsHoz0 HaAsUAHHS MA NPOPeCcilinoe0 caMOBOOCKOHANCHHSl NPAYIGHUKIE, GUKOPUCHIAHHS THHOBAYTUHUX
NPAKmMuK ma Mmemooie opeanizayii 3aUuHAMOCmi NepcoHary ma (QOKYCYSaHHS VAPAGIIHCLKUX 3YCUlb HA
bnaeononyyui ma ekoHOMIiuHil 6esneyi cnigpooimuuxis. Jluwe maxuii KOMIIEKCHUN MA iHMe2Posanui nioxio y
HR-meneoscmenmi opeanizayiii 003601ump iM He TUULe GUICUIU HA PUHKY, e Ti 3a0e3neuumu cobi KOHKYpeHmui
nepegazu 'y Cy4acHOMY MypOVAeHMHOMY cepedosuiyi, nio enaugom yugpogizayii, ma 30epeemu HallyinHiwuil
HemamepianbHuil pecypc 0i3Hecy - T0OCLKUL IHMEIeKMYalbHULL Kanimal.

Knarwouoei cnosa: momusayia, nepconan, HR-menedxicmenm, iHmenexmyaibHuil NOMeHYian, pO36Umox
NPAayiGHUKIB, pO36UMOK NIONPUEMCTNBA.

Ooeporcano peoaxyicro: 25.02.2025
Ipuiinsmo oo nyonixayii: 16.03.2025
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