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SCIENTIFIC APPROACHES TO SPECIFYING THE CONTENTS OF MOTIVATION IN
THE RESEARCHES OF PERSONNEL MANAGEMENT PROBLEMS

Rethinking conceptual approaches to motivation and motivating, identifying the deep, substantive essence
of this concept, specifying the main motivational factors that had a significant impact on employee behaviour in
the past, will allow forming a qualitatively new focus of the motivational process in working with the personnel
of Ukrainian enterprises in accordance with the current problems of the time, taking into account the realities of
the functioning of business entities in Ukraine.

The study is aimed at generalizing scientific approaches to specifying the content essence of the concept
of motivation in the context of research into personnel management problems. The analysis of motivational
theories and existing theoretical and methodological approaches to specifying the essence of motivation
demonstrated the superiority of process behavioural theories that combine managerial, economic and
psychological aspects of employee motivation. The disadvantages of popular concepts are the widespread use of
the concept of motive or motivation factor, which differ significantly for people of different professions, without
specifying; as well as ignoring the importance of using diversified approaches to motivating ordinary employees
and management personnel. Only a few motivational concepts take into account the theory of generations, and
none of the analysed one’s focuses on gender differences in the hierarchies of needs. Insufficient attention is paid
to motivation in managerial talents and motivation of the role in forming the employer's brand. The issue of
personnel motivation under the influence of the threat of wartime, which is relevant for Ukrainian enterprises,
remains unresolved in the theoretical and methodological plane.

Existing theories of motivation are analysed, their common and distinctive features are identified. The
author's definition of the concept of motivation is proposed, the feasibility of using different approaches to
motivating ordinary employees and managers of enterprises is proven. The composition of the essential
understanding of motivation as a phenomenon and as a process that arise in the human resources management
system of a business entity is visualized.

The concept of motivation in personnel management is proposed to be defined as the ability of a manager
to identify, find and use factors that can satisfy the interests, desires and needs of an employee. Existing theories
of motivation are based on the concept of human (employee) needs, which can be satisfied with the help of material
or intangible tools available to an enterprise, institution, organization. The variability of types of motivation
depending on the object of motivation requires different theoretical, methodological and practical approaches to
the implementation of the motivation function in the HR management system of organizations. There should be
differences in motivating an ordinary employee and managers of different levels. The presence of leadership
qualities in a person increases his need for involvement, responsibility, and increases the value of intangible
forms of motivation, and the ability to self-motivate allows companies that have human resources with such
abilities to avoid additional costs.

Keywords: motivation, motive, factor, motivational theory, personnel management, behaviour, need,
employee, human resource, intellectual capital, stimulation.

Problem statement. Theories, concepts, paradigms and methodology have always been an
information source for developing effective recommendations for transformation of approaches to the
implementation of specific processes at the applied level. Now, in the face of rapid loss of human
resource, and therefore, personnel capital and intellectual potential, the key to the survival of the national
economy and ensuring the future development of the state is the search for effective ways of motivating
the population of all ages and articles to return from abroad to safe territories, to work in different ways,
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to work in different sectors, to work. Despite the latest realities and circumstances that had no analogues
in the history of modern Ukraine in the innovative period of development of management science, HR
management experts do not have a sufficient factual base for making informed management decisions.
However, it can be assumed that the study of fundamental motivation theories that have been developed
by foreign and domestic scientists for many years is capable of answering a topical question of how to
motivate staff to qualitatively perform professional duties in the face of uncertainty and under the
constant impact. Relief of conceptual approaches to motivation and motivation, the identification of a
deep deep substantive essence of this concept, the specification of the main motivational factors that had
a significant impact on the behavior of workers in the past, will allow to form a qualitatively new focus
of motivational process in working with the personnel of Ukrainian enterprises in accordance with the
relevance.

Analysis of recent research and publications and the separation of part of the previously
unrelated problem. The fundamental foundations of research on the features and problems of personnel
motivation, as well as human self-motivation as an element of socio-economic systems, in management
science were the works of such scientists and practitioners as A. Maslow, whose theory of motivation is
based on the hierarchy of human needs [1], F. Herzberg, who proposes a two-factor theory of motivation,
which is based on the presence of factors of job satisfaction (motivational factors) and factors of
dissatisfaction of employees with the organization and implementation of the work process [2]; D.
McClelland, who is the author of the motivational theory of acquired needs [3], C. Alderfer, a follower
of Maslow's theory of the hierarchy of human needs and the author of his own motivational theory,
which was called the "ERG Theory" (Existence, Relatedness, Growth) [4]; V. Vroom, who is the author
of the motivational theory of expectations [5]; S. Adams and his theory of motivation based on the
principles of equality and justice [6], Edwin Locke, who built a theory of motivation on the foundations
of goal setting [7], B. F. Skinner, the author of the motivational theory of reinforcement (based on the
"positive reinforcement" of the employee's behaviour to obtain the desired effect and result) [8] and L.
W. Porter, E. E. Lawler, creators of the Porter-Lawler Theory, also called the "Expectation Model" [9].
These theories are developed and modernized, adding new accents to them, by such modern foreign
researchers as Furnham A., Cuppello S., who study the characteristics of internal and external motivation
of employees to work and to the desire to receive pleasure [10], Catania A. B., Goddard M. J., who focus
on the aspect of human behavior and its role in the motivation process [11, 12], Almazrouei S., Bani-
Melhem S., Mohd-Shamsudin F., who investigate the connections between contacts in the workplace,
happiness, prosocial motivation and innovative behaviour of personnel [13], Liu Y., Liu Z., Chang D.,
Zhang K., who trace the influence of leader perfectionism on the emotional and motivational dynamics
of team work [14]. The publications of Ukrainian scientists widely discuss the problems of the need to
clarify theoretical approaches to determining motivational strategies for employees of various structures
[15], the search for opportunities to increase the level of motivational potential of employees of
organizations in the context of generation theory [16]; the peculiarities of the functioning of the
motivation system of employees in the conditions of innovative development [17, 18] are specified; The
characteristics of modern models of personnel motivation management in international companies are
proposed in the context of employees' value orientations [19]. Zachosova N.V. and her followers propose
directions for the effective use of motivational tools for managing the intellectual, human, social and
economic security of the organization [20], the correct use of personnel motivation as a technology for
managing business personnel security in the business management system [21]. Many professional
publications emphasize the understanding of applied aspects of the implementation of the motivational
process [22], the features of managing the motivation of employees of various professions [23], the
formation of an effective model of motivation for employees of domestic enterprises [24], the general
issues of employee motivation, which are changing in modern conditions under the influence of
numerous risks [25], the tools and means of motivation for activating professional self-development of
personnel of educational institutions [26], enterprises [27, 28] and civil servants [29], as well as the
security aspects of employee motivation management [30]. However, the basis for solving all the acute
issues raised is a deep and clear understanding of the concept of motivation and factors that are
motivators or demotivators for modelling the behaviour of the human resource of business entities.
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The purpose of the article is to summarize scientific approaches to specifying the meaningful
essence of the concept of motivation in the context of research of personnel management problems.

Teaching the basic material of the study. Research on the essence of motivation will start with
a quote of a well -known scientist and practice Frederick Herzberg, author of the fundamental article
"One More Time: How do you Motivate Employees?" (Translated "and once again: how you motivate
workers"), which is an appeal to the management of companies that are in search of effective personnel
motivation tools: "forget about praise. Forget about punishment. Forget about money. You need to make
their work more interesting"[2]. However, the modern realities and dissatisfaction of the basic needs of
people, in particular, the needs of safety, inclined to believe that the main motives of human behaviour
should be mentioned again when managing the personnel resources of enterprises, institutions,
organizations.

Ukrainian researcher Poditachniy V.M. It offers the following definition: motivation is a set of
causes and factors that initiate, direct and support a person's behaviour at a particular moment [2].
Horenko Al He believes that motivation should be considered as a process of encouraging employees to
perform effective activity to achieve the goals of the enterprise by meeting the needs of each employee
[15, p.81]. Kalynychenko A.V. analysed 27 definitions of the concept of motivation found in the
literature, and on their basis, the conclusion is made, that the modern concept of "motivation" from the
standpoint of different concepts is understood as a set of objective and subjective factors; and as a certain
state of the individual; as internal and external driving forces that lead to actions or omissions; as a
process of stimulating; as management activity; as a set of motives. Generally, motivation is a set of
internal and external driving forces that encourage a person to a certain model of activity, determine the
type of his or her personal or professional behaviour, orient on the fastest and effective achievement of
the goals as fast and effective [22, p.417].

We propose to determine the motivation in personnel management as the ability of a manager to
identify, find and use factors that are able to meet the interests, desires and needs of the employee, and
therefore, in their desire to get them or positive effects from their use, the employee on his own will
begins or continues to behave. The proposed definition is formed on the basis of understanding of
motivation as one of the classical management functions. At the same time, motivation should also be
identified as an internal state of a person - in particular, an employee who encourages him to act (for
example, professional) in order to meet the existing need. That is, it is an internal stimulus and desire of
a person to get the desired, for which he is ready to make some effort. The number of such efforts can
be called the force of motivation, and the desired or expected results are the motive. In turn, external
efforts and factors (such as motivation or incentives offered by the employee or manager) to achieve the
effect are characterized as motivators or motivation tools. The above concepts form a terminological
motivational theory that are operated by modern scientists when providing proposals for optimization of
HR management processes at enterprises and improving the state of management of companies.

The main theoretical and methodological challenge is to identify the factors that form the
personnel behaviour desired for management. If the understanding of the meaningful essence of the
concept of motivation is more or less established over a certain period of time, then motivational factors
undergo constant changes in accordance with the current needs formed by the human being. D.
McClelland explored four main blocks of motivational factors — professional and personal achievements,
the level of power received, belonging (for example, an employee to a company or a person to a team)
and to avoid punishment, and to conclude how these blocks of motives affect the behaviour of staff.
Through the balanced and scientific awareness of existing motives and how they interact and enhance
the influence of each other, one can understand the causes of such macroeconomic phenomena and
processes as the development and decline of civilizations, the beginning of hostilities; to evaluate and
predict the pace of economic evolution, to describe the nature of leadership and the moment of beginning
of formation of leadership qualities, to establish the root causes of existence and election of managers
of a particular style of management, such as democratic, authoritarian or mixed, as well as to determine
the determinants of success in the management of the organization. Thus, D. McClelland explains the
phenomenon of motivation for various macro and microeconomic processes, and its research is in fact
interdisciplinary, and covers a wide range of problematic aspects from personnel management and
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organization as a whole to medicine, history and military strategy. With the start of a full -scale war in
Ukraine, scientists' attention to McClelland's research can be referred to again, and its publications in
the light of new realities are capable of acquiring new meanings.

In many definitions of motivation [22, p.418-419] there are concepts such as wishes, feelings,
behaviour, choice, incentives, stimulation, goals, interests, needs. It is they who form a terminological
process of motivation and describe motivation as an element of organization management system. The
need is one of the terms most commonly used to explain the essence of motivation in the theoretical and
methodological plane. In his approach to the conceptualization of human needs, K. Alderfer has
distinguished three main factors: existence, connection (interconnection) and growth. His motivational
theory was called the abbreviation of these three factors in their English -language variant erg, where
the factor of existence means physiological needs and safety needs (by analogy with the motivational
theory of A. Maslow, the factor of communications combines social needs and a collection of a collector)
The highest level in the Maslow Pyramid, where the needs of respect, self -development and self -
actualization are placed Includes statements that associate the influence of the higher order frustration
with the force of the needs of the lower order [4].

The theories described in the scientific literature are combined into a single pool of meaningful
motivation theories. Next, consider the theories of motivation that scientists call procedural or process
ones.

Vrum V. in his theory of expectations, he argues that the employee's motivation to perform a
certain action or totality (for example, work efforts to get a good result) depends on three main factors:
the expectation of the employee (expertability), which is characterized by his unwavering belief in the
fact that he desired; Instrumentality - under it in this theory is the likelihood that a successfully completed
task is to get the desired result and valence - is the level of value or attractiveness of the expected and
promised remuneration for the employee [5]. That is, the level of motivation, and therefore, the level of
effort that the employee puts to work is determined by the level of his positive expectations for himself
from his results.

Adams J. describes two formalized theoretical concepts (cognitive theories of motivation), which
are based on the perception of a sense of justice and injustice. These concepts were named after the
concept of justice and the concept of unknown. The main thesis of Adams's research is that the
dissatisfaction and the low moral spirit of the employee are closely related to the fact that he is unjustly
involved in participating in the processes of social exchange of resources, rewards or preferences. In
theories, the prerequisites and consequences of unfair attitude or distribution of rewards are formulated
by the author in such a way that they allow relevant forecasts to change the behaviour of workers
involved in social exchange processes. Therefore, the employee compares his contribution or effort with
other employees, and he or she has a sense of justice (or injustice), which in the future becomes a
motivator for actions or omissions. These concepts allow you to specify the factors and conditions that
cause injustice in the team, and factors that make employees feel that their relationships in the team and
when interacting or in comparison with other employees are fair by management [6].

Offering his own view of the theoretical aspect of motivation, Locke E. proves that complex
professional goals set before employees lead to a higher level of their productivity and efficiency of
efforts than simple routine tasks. In turn, clear and specific complex goals make it possible to reach a
higher level of productivity than a target that lacks specifics and which can be proclaimed as "to do
everything possible to achieve the goal." The scientist also believes that the employee's behavioural
intentions regulate the behaviour of his final choice of the algorithm of actions. Locke E. operates with
the terms "purpose", "intentions", and uses them to explain the indirect influence of stimuli or motivating
factors on processes and the results of the personnel of professional tasks. Studies provide convincing
evidence that material incentives in combination with time constraints and clarity of expected forecast
results do not affect the level of efficiency and productivity of employees, regardless of their personal
or professional purposes and intentions. The theoretical analysis of the hypotheses and arguments found
in the study process confirms the fairness of this fact and to such motivators as participation in decision
-making, competition between employees, praise for their efforts and reproach for low results. The
scientist is widely used the term "behavioral intentions" as factors that can be intensified by material
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incentives, as well as by verbal means, such as praise or complaint or critic, which, in turn, shape the
motives of the employee's behavior and choosing a variant of actions to perform the tasks. Therefore, it
is concluded that any approach to the employee's motivation for the purpose of fulfilling the task should
be based on his conscious purposes and intentions [7].

In his motivational theory, B. Skiner holds the views that separate and expand in their research
by Catania A., Goddard M. J. [11, 12]. He describes how motivation can be explained by the control of
the environment on the behaviour of the individual. This theory uses terminology, which is commonly
used in the field of psychology and medicine. In particular, the scientist argues that conditional and
unconditional reflexes are mainly related to the state of internal physiology of the body. In the
management of organizations and during the motivation of workers, focus should be done on a type of
behaviour that can be influenced and which, in turn, also has an impact on the state of the environment.
This format of behaviour creates most problems in areas that are related to the human factor. From a
medical point of view, the effects of human behaviour, such as food, can leave a trace in the body and
reflect on its condition. If such an impact is negative, then the likelihood that such behaviour will happen
is lower. Therefore, when transferring these hypotheses into the plane of personnel management can be
operated in terms of reward and punishment that can have such a "not medical" effect in modelling the
behaviour of the organization's personnel resource [8, p.59]. That is, in the HR management system it is
necessary to look for triggers, catalysts, incentives to adjust the behaviour of workers in such a way that
they do not have the desire to do actions that will be threatening to the "economic organism" of the
company.

Lyman W. Porter and Edward E. Lawler III are known for their model of Porter-Lawler Model
of Motivation. This model is the expansion and clarification of Vrum's expectation theory. She argues
that the remuneration received for successful results in the work leads to the satisfaction of the employee,
not the other way around - pleasure stimulates high results, and as justify the theories discussed above.
The proposed model also takes into account parameters such as efforts, abilities, role perception and
fairness in the process of personnel management of the organization.

Sims H. P., Szilagyi A. D. They have hypothesized that the leader's behaviour regarding the
remuneration of employees has a significant impact on the level of satisfaction and effectiveness of his
subordinates. We need to note that such an assumption is only fair when the figure of the leader is
accompanied by his leadership position. If this condition is true, the leader's behaviour on the distribution
of remuneration between employees can be distinguished by two components: the behaviour of the
remuneration for professional results and the behaviour of punishment for certain unsuccessful decisions
or actions of the employee, for violation or low performance. The relationship between these leader
behaviour components and the level of satisfaction of subordinates and their work efficiency were
studied by researchers using the classification of professional skills into four groups, such as:
administrative, technical, professional and service. The study established a cause and effect relationship
between all these groups of skills and the positive behaviour of the leader in the context of the
distribution of rewards and the satisfaction of the subordinate policies of reward. However, the
relationship between the leader's behaviour regarding the punishments of subordinates and their
satisfaction and efficiency proved to be different for these four groups of skills, and in view of this, it
was suggested that a significant role between the behaviour of a leader aimed at motivation and the result
of a person being displayed.

Theories of motivation acquire specific features when it comes to the sphere of public
administration and administration. Stasyshyn A.V., Kaplenko H.V. claim that the professional activity
of civil servants is determined solely by the desire to provide public interests, that is, what is known in
the scientific literature as "motivation of service to society" [29, p.23]. In their research, Almazrouei S.,
Bani-Melhem S. and Mohd-Shamsudin F. build motivational theories on the fact that happy employees
are more often public sector employees who are more professionally reasoned [13]. The characteristics
of the work can potentially influence the behaviour of employees and their attitude to their
responsibilities. Researchers use such terms as "happiness in the workplace", "happy worker",
"happiness at work", and specify the possibilities of influence of interpersonal contacts and
communication on the application of innovative approaches to the realization of work behavior of staff.
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The use of the term "prosocial motivation" (analogue of the term "motivation of service to society" is
characterized as an internal motivation for actions that are intended to benefit other employees, people
or social groups, not just themselves), caused by the need to specify the established fact that is
innovative. Liu Y., Liu Z., Chang D., Zhang C. Based on the literature on perfectionism and the basics
of emotional motivation theory, investigated the processes of influence (for example, affective team
tones and motivation for teamwork) and limit conditions (for example, the resistance of the team to the
leadership of the leader) for the manner of the leader. Information obtained from 152 leaders and 699
employees demonstrated that perfectionism, focused on qualitative changes in the behaviour of members
of the team, but not on the behaviour of the leader personally, enhances motivation to avoid teamwork
and encourages the employee to fraud and avoid tasks [14].

The study of theories of motivation made it possible to draw conclusions about methodological
approaches used by scientists in quantitative and qualitative studies of motivational processes. Thus,
empirical checks of differential forecasts between Maslow's theory, the hypothesis of simple frustration
and ERG theory were conducted by D. McClelland through a questionnaire with the participation of 110
bank staff at different levels of its organizational structure [4]. Furnham A., Cuppello S. Studying
personality traits in their interconnection with various motivational factors that encourage an employee
to effectively and conscientious work, gathered data from 283 adults, mostly middle -aged, who filled
three questionnaires. The first is the purpose of personality assessment (HPTI, High Potential Trait
Indicator, High Potential Figure Indicator — Psychometric tool developed by Hogan Assessments in
order to provide business entities to identify those who have a tract, and the ability to be trained, and the
ability to be used. Adaptation to changes and quality necessary to succeed on more complex and
responsible rails in the company). The second — identified the level of motivation to work (WVQ, work
values questionnaire, a questionnaire of working values — is a psychometric tool designed to measure
and evaluate the most important for the employee aspects of his work or work space, which allows to
identify the personal working values of the company employee). The third questionnaire evaluated the
level of satisfaction of the employee from the work performed. Filling it out, the employees answered
three questions on a 7-score score. In the study Furnham A., Cuppello S. The factor structure of WVQ
numbered 44 different performance characteristics for respondents whose importance they had to be
appreciated. The results made it possible to identify five factors, two of which belonged to the internal
and three to external motivation [10]. The model of moderated mediation that allowed to illustrate when
and how contact at work affects innovative work behavior, authorship by Almazrouei S., Bani-Melhem
S., & Mohd-Shamsudin F. was formalized as a result of the study of data from the sampling from 180
and 180s. government agencies of the United Arab Emirates [13]. In contrast to previous researchers, B.
Skiner is a supporter of the method of experimental analysis to study issues concerning the behaviour of
employees [8].

Since the dominant part of the theories of motivation are processes, it is worth agreeing with
Kalinichenko A.V. and consider motivation as a process of influencing human behaviour, and divide it
into six consecutive stages: the emergence of the need, the search for ways to satisfy it, to determine the
goals, directions of action, their implementation, to obtain remuneration for the actions performed, to
meet the need [22].

According to one of the existing classifications, the following types of motives are distinguished:
stable; temporary; generalized; situational; socially and personally determined. The motives can be
instincts, ideas, beliefs, emotions and feelings in which the material, spiritual, natural and cultural needs
of man are expressed. They have a certain hierarchy [2].

Based on the results of the researches conducted by Furnham A., Cuppello S., you can outline
the following list of factors of employee motivation: balance of work and recreation; the advantages
given to a particular employer; bonuses for efficient work; clarity in the supply of tasks and evaluation
of results; comfort in the workplace and in the work space; competition; working conditions;
contribution to the development of society (social effect), promotion of creativity; ease in solving issues
that arise; encouragement of ingenuity and endurance; the latest equipment; glory and recognition of
merits; flexibility in management; entertainment; independence in decision making; insurance;
intellectuality of work; location; image of the organization; remuneration; benefits; personal growth;
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professional growth; self -actualization; power in the team; increase in position; obtaining responsible
orders; security; protection — physical and interests; possibility of self -expression; ease of
communication and professional relationships; social interaction; new statuses; comfortable leadership
style; training and development; teamwork; traditions; calm atmosphere; variety - tasks and rewards;
Visibility; broadcasting of the employee's value for the company [1].

There is an approach according to which all theories of motivation can be grouped into three
groups: primary based on the historical experience of human behaviour in the process of work (for
example, the theory of "whip and gingerbread"), meaningful, reflecting the content of needs and
procedural, studying the reward process [15, p.81].

Barko V.I. It notes that "penetration into the essence of motivation of behaviour leads to the
conclusion that there are basic, leading motives that were formed in vital, which does not isolate
personality from the circumstances of life and does not allow the uniformity of human behaviour" [15,
p-38].

Fig. 1 demonstrates the variability of motivation on which the context depends on which the
definition of this concept is formed at theoretical, methodological and applied levels.

Leaders
Manager
Teams
Motivation
/ A person (self -
Employee motivation)

Figure 1. - Variability of types of motivation depending on the object of motivation
Developed by the author

So, although most motivation theories do not share motivation tools that are appropriate to use for
ordinary workers and management staff, however, we believe that such differences should be taken into
account to achieve maximum effect on an applied level in organization management. In particular, for
the management of motivating factors, intangible incentives, such as praise, career trajectory promotion,
involvement in the selection of strategic goals of the company and forming a policy of its development,
etc., while employees in executive positions, a prioritized role, such as a person, are played as well as a
greatest way, for more extent over-execution of KPI. It is also necessary to divide approaches to
motivation of the team and to stimulate individual employees, encourage them to self -motivating by
conducting information policy to specify the possibilities of professional and personal development of
each member of the team.

Fig. 2 demonstrates a generalization of an essential understanding of motivation-as a phenomenon
and as a process formed on the basis of content analysis of existing motivational theories.
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effect; P - management decision making to
- a set of incentives to actions in | maximize the capabilities and
order to achieve the desired result; potential of employees through
- a state of awareness of a model of mechanisms of incentives to actions;
behavior capable of meeting urgent - implementation of the function of
needs and the intention of using it. human -centered personnel
management

Figure 2. - The composition of an essential understanding of motivation - as a phenomenon and
as a process
Developed by the authors with the sources [1-30]

The analysis of motivational theories and existing theoretical and methodological approaches to
the specification of the essence of motivation demonstrated the superiority of processing behavioural
theories that combine management, economic and psychological aspects of employees' motivation. The
disadvantages of popular concepts are the widespread use of the concept of motif or motivation factor
that differ significantly for people of different professions, without concretization; as well as leaving the
importance of using diversified approaches to motivation of ordinary workers and management staff.
Only a few concepts of motivation take into account the theory of generations, and none of the analysed
is focused on gender differences in the hierarchy of needs. Insufficient attention is paid to motivation in
managing talents and the role of motivation in the formation of the employer brand. It remains without
solving in the theoretical and methodological plane relevant for Ukrainian enterprises the issue of staff
motivation under the influence of threats of wartime.

Conclusions and prospects for further research. Having explored scientific approaches to
specifying the meaningful essence of the concept of motivation in the context of research of personnel
management problems, such conclusions can be drawn.

1. The concept of personnel management is proposed to define as the ability of a manager to
identify, find and use factors that can satisfy the interests, desires and needs of the employee, and
therefore, in their desire to get them or positive effects from their use, the employee on his own will
begins or continues to behave. The proposed definition is formed on the basis of understanding of
motivation as one of the classical management functions. At the same time, motivation should also be
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identified as an internal state of a person - in particular, an employee who encourages him to act (for
example, professional) in order to meet the existing need. That is, it is an internal stimulus and desire of
a person to get the desired, for which he is ready to make some effort. The number of such efforts can
be called the force of motivation, and the desired or expected results are the motive.

2. Existing motivation theories are based on the concept of human (employee) needs that can be
met with the help of tangible or intangible instruments that are available to the enterprise, institution,
organization. It is advisable to distinguish static theories in which motivation acts as a certain state of
external intervention, which is characterized by staff, characterized by understanding of the employees
of how their professional actions, abilities and talents will satisfy their desires and ambitions; and process
theories in which motivation is understood as the process of forming such a model of employee
behaviour that allows the company to receive the maximum economic effect of it, as from a personnel
resource, which has a certain set of competencies, knowledge, skills, qualities, which it can use more or
less efficiently, depending on the system of stimuli.

3. The variability of types of motivation, depending on the object of motivation requires excellent
theoretical, methodological and practical approaches to the implementation of motivation function in the
system of organizations. Differences should be regarding the motivation of an ordinary employee, for
whom the material forms of satisfaction of existing needs are priority, and for management with certain
differences for managers of different levels, which are important such motivating factors as recognition,
praise, and career trajectory promotion. The presence of leadership qualities increases his need for
involvement, responsibility and increases the value of intangible forms of motivation, and the ability to
self -motivation allows companies that have a personnel resource with such ability, to avoid additional
costs.

The prospects for further research are in generalizing methodological approaches and the search
for innovative tools to motivate the staff of domestic enterprises, which are constantly influenced by
threats to wartime.
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MYCI€HKO Pycnan BanepiiioBuu,

3100yBay OCBITH CTyMeHs 1oKTopa dinocodil,

Kadeapu MEHEeHKMEHTY Ta Iep>KaBHOI ciTyxOu,

UepkacbkHii HallioHaIbHUH yHIBepcUTET iMeHi bornana XMenbHHULIBKOTO,
M. Uepkacu, Ykpaina

HAYKOBI IJTXOIA 1O KOHKPETHU3AIII 3MICTOBOI CYTHOCTI ITOHSATTS MOTUBAIIIT ¥V
KOHTEKCTI JOCJI/UKEHD ITPOBJEM YITPABJITHHSI TIEPCOHAJIOM

Bcemyn. [lepeocmucnenns konyenmyaibHux nioxo0ie 00 MOmusayii ma MOmuey8aHHs, GUAGICHHS 2IUOOKOT
2NUOUHHOT 3MICTOBHOT CYMHOCHT Yb020 NOHAMMISL, KOHKPEMU3AYil OCHOGHUX MOMUBAYINIHUX (DaKIOpis, sSKi Manu
CYmMmEBUL GNAUG HA NOBCOIHKY NPAYIGHUKIE Y MUHYIOMY, O00360]UMb CHOPMYEAmMU SKICHO HO8Ull (OoKyCc
MOMUBAYIIHO20 npoyecy y poOomi 3 NePCOHANIOM YKPATHCOKUX NIONPUEMCIE Y 8IONOGIOHOCHI 00 AKNIYATbHUX
npobd.aem uacy, 36axcaiovu Ha peanii YYHKYIOHYB8AHHS c)0 €kmi6é 20cn00apio8anHs 8 VKpaiHi.

Mema. Jlocniodicenns cnpsamogane HA Y3aeanbHeHHs HAYKOGUX NIOX00i6 00 KOHKpemuszayii 3micmogoi
CYMHOCHI NOHAMNISL MOMUBAYIL Y KOHMEKCII Q0CIIOJNCeHb NPOdIeM YAPAGIIHHA NePCOHATOM.

Pezyavmamu. Ilposedenuil aunaniz MOmugayitiHux meopiil ma ICHYIOUUX MeopemuKo-uemooudHux
nioxo0ié 00 KOHKpemusayii cymHocmi Momugayii npoOeMOHCMpPY8as nepesazy NpoyecHux 0ixegiopucmuyHux
meopitl, AKi NOEOHYIOM® ) COOT YNPAGTIHCHKI, eKOHOMIUHI M NCUXONO2IUHT ACNeKMU MOMUBYBAHHS NPAYIGHUKIE.
Heoonikamu nonynaprux koHyenyiii € wiupoxke GUKOPUCAHHS NOHAMIM MOMUGY abo (pakmopy Momueayii, Axi
Cymmego GIOpIizHAIOMbCA O M00ell pisnux npogheciti, 6e3 KOHKpemu3ayii; a MaKodiC 3aIUMEHHs O30 YB8A200
BANCIUBOCTNT BUKOPUCTNAHHSL OUBEPCUPIKOSANUX RIOX00I8 00 MOMUBAYIT PAOOGUX NPAYIGHUKIE | YIPABIIHCLKO20
nepcownany. Jluwe xinoka Konyenyiti Momueayii 6paxogyioms meopiio NOKONIHb, I HCOOHA i3 NPOAHANIZ08AHUX He
Qorycyemovcs na eenoeprux 8iOMIiHHOCMAX Y iepapxiax nomped. Heoocmamuvo ysazu npuoiieHo MomueysanHio
8 YNPAGIIHHI mananmamu ma poii momusayii y popmysanni opendy pooomooasys. 3anumacmocs 0e3 GUpiueHHs.
Y meopemuKko-memoOudHiil RIOWUHI aKmyaibHe 014 YKPATHCLKUX RIONPUEMCING RUMAHHA MOMUEAYIT NepconHany
ni0 6NAUBOM 3A2PO3 BOEHHO20 YAC).

Opuczinanvnicme. lIpoananizoeano icHyloui meopii Momugayii, GUAGNEHO iX CRINbHI Ma GIOMIHHI pUCH.
3anpononosano asmopceke GUIHAYEHHA NOHAMMA MOMUGAYIl, 006e0eHO OOYIIbHICIb GUKOPUCTNANHS DIZHUX
nioX00i6 00 MOMUBYBAHHA PAOOGUX NPAYIGHUKIE MaA MeHeodcepie nionpuemcms. Bizyanizoeano xomnosuyiio
CYMHICHO20 PO3YMIHH MOMUGAYIT AK A6uwe ma AK npoyecy, AKi GUHUKAIOMb Y cucmemi YIpasiinHi KaOposumMu
pecypcamu cyd 'eKma 20CHO0APIOBAHHSL.

Bucnoeok. Ilonammsa momusayii 6 YnpaeiinHi NepcoHaIoM 3anponoHo6ano GUHAYUMU AK 30AMHICHIb
KepiGHUKa GUAGIAMUY, GIOULYKY8AMU MA SUKOPUCIIOBYSAMU (aKmopu, AKi 30amui 3a0080bHAMU iHMepect,
badicanna ma nompedou npayienuxa. IcHyioui meopii Momusayii IpyHmMylomscsi Ha NOHAMNI nomped M0OUHU
(npayienuxa), sAKi MONHCHA 3A0080ILHUMU 3d OONOMO20I0 MAMEPIATbHUX ADO HeMAmMepPianbHUX IHCMPYMeHmis, o
€ Y pO3nopsA0dICcenHi NIONPUEMCEA, YCMAanosu, opeanizayii. Bapiamusnicms 6udie momueayii y 3anedsicHocmi 6io
00°eKmMa MOMUBYBAHHs GUMARAE BIOMIHHUX MEOPEMUKO-MeMOOUYHUX | NPAKMUYHUX niOX00ie 00 peanizayii
Qyuxyii momusysanns y cucmemi HR-menedocmenmy opeanizayiii. Biominnocmi maioms  Oymu w000
MOMUBYBAHHS PAO0BO2O NPAYIGHUKA T MeHeOdcepis pisnux pienie. Hassnicme y 100unu aioepcoKux sikocmeil
30invwye I nompedy y 3aiyyeHocmi, 6i0nogioanvHocmi, ma nioguwiye yinnicms Hemamepianvnux ¢opm
Momueayii, a 30amHicms 00 CamMoMomueayii 0036071A€ KOMNAHIAM, U0 MArOms KAOpOSuUll pecypc i3 maxoio
30amHICIO, YHUKAmMu 000AmKO8UX GUMpPAm.

Knarwuoei cnosa: momusayis, momus, haxmop, Momueayiiina meopis, ynpasiiHus nepcoHaiom, N08ediHKd,
nompeba, npayieHuUK, KaOposuil pecypc, iIHMeneKmyanbHUull Kanimai, CmumMyII0GaHHsL.
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