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THE SYSTEM OF MOTIVATIONAL INFLUENCE ACCOUNTING
ON THE ENTERPRISE PERFOMANCE EFFICIENCY

The article deals with issues that are connected with the influence of motivational mechanism of the employees activities at the enterprise
as well as with the increasing of effectiveness. The objective, the essence and the importance of implementing of different systems of
motivation in the process of enterprise performance have been revealed. More attention is paid to the systems of remuneration, since
salaries have always been and will be the most important factor in motivating employees to improve their productivity and quality of work.
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MockaneHko O.B., CtenaHiok O.B. CACTEMA OBJIKY MOTMBALIMHOIO BMNNBY HA E®EKTUBHICTb OIANBLHOCTI
nianPUEMCTBA

Y cTatTi po3rnsHyTi NUTaHHS, WO NOB’sI3aHi 3 BNIMBOM MOTUBALLIMHOTO MEXaHiaMy Ha OisinbHICTb cniBpobiTHUKIB nianpuemcTaa Ta
Ha NiaBWLLEHHS NOr0 edPeKTMBHOCTI. PO3KpUTO 3aBAaHHS, CYTHICTb, @ TaKOX HEOOXIiOHICTb Y BNPOBaPKEHHI Pi3HMX CUCTEM MOTMBALLi B
npoLec AisnbHOCTI NignpuemcTBa. binbLuy yBary npuaineHo cuctemam onnatui npai, agxke 3apobitHa nnata 3aBxav byna i 6yge Han-
FOMOBHILUMM (haKTOPOM MOTVBALT NPaLiBHUKIB 40 NiABULLEHHS NPOAYKTUBHOCTI i AKOCTi POBIT, SIKi BOHU BUKOHYHOTb.

KntouyoBi cnoBa: MoTuBaLisi, eeKTUBHICTb, CTUMYNW, MOTUBALINHUIA MEXaHi3M, NPOAYKTUBHICTb.

Mockanenko O.B., Ctenaniok O.B. CUCTEMA YYETA MOTMBALIMOHHOIO BO3AEACTBUA HA 3OPEKTUBHOCTb
OEATENBbHOCTU NMPEAMPUATUA

B cTaTbe pacCMOTPEHbI BOMPOCHI, CBA3aHHbIE C BAVNSHWEM MOTUBALMOHHOTO MEXaHM3Ma Ha AeATenbHOCTb COTPYAHWKOB npeanpu-
ATVNA 1 NOBbILLEHNE ero adeKTUBHOCTN. PackpbIThl 3aA4a4u, CyLIHOCTb, @ Takke Heob6XoAMMOCTb BO BHEAPEHUN PasnyHbIX CUCTEM
MOTMBaLMW B NPOLIECC AeATENLHOCTU NpeanpuaTus. bonbliuee BHMMaHne yaeneHo cuctemam onnarbl TpyAa, Bedb, 3apaboTHas nnara
Bceraa 6bina u ByaeT rmasHbIM PakTopoM MOTUBALIMM PaBGOTHWUKOB K NMOBLILLEHMIO MPOU3BOAUTENBLHOCTM M KavecTsa paboT, KOTOpPbIE OHK

BbIMOJTHAIOT.

KntoueBble crnoBa: MoTuBaumsi, 3PEKTUBHOCTb, CTUMYIIbI, MOTUBALMOHHBIA MEXaHW3M, NPOU3BOANTENBHOCTb.

Introduction. In modern conditions in the process of
the state development as well as steady economic growth
an important task is providing effective formation and
use of employment potential, that determines the level
of labour productivity, and in the future — the general
development of social production. The qualificatory ele-
ments of population labour potencial are labour resourc-
es, personal and staff. The dominant trend of the employ-
ment potential of the country is to provide a quantitative
increase and quality improvement of its structural ele-
ments. The use of labour resources is inextricably linked
with the change of labour productivity. Which the system
of remuneration directly affects its increasing or decreas-
ing. It is stimulating factor in the growth of labour skills,
raising the technical level of the tasks and production
efficiency.

The question what exactly motivates people to produc-
tive labour in favour of enterprises, has been considered
by scientists in the sphere of economics and psychology.
Today, analysis of motivation is revealed in many issues,
because it is to motivate workers to play a very important
role in management. The work of such domestic scholars
is dedicated as O. Amosha, K. Bondarchuk, Goncharov,
A. Doronmna, T. Kostishina, A. Baste, V. Lukyanchen-
ko, V. Medvedev, A. Novikov, O. Trifonova, etc.; rus-
sian scientists, L. Abalkina, K. Bezverhij, M. Volgmna,
M. Dubinina, V. Zubova, V. Mazmanova, R. Yakovlev;
scientists-economists abroad, S. Angarssona, S. L. Brue,
Keynes, M. Porter, P. Samuelsona, D. Sinka and others.

Statement of the problem. Nowadays, unsolved prob-
lem is connected with the fact that the executives do not

appreciate human resources, because the unemployment
rate is quite high and it is not difficult to find a new
employee. Very often in order to increase labor discipline
and the return of its staff the head to manipulate at two
levers: change in wage and layoff of distressed employees
with hiring new ones. Sometimes the situation can vary,
but in most cases after some period of time, the problem
of motivation of employees becomes relevant again [1].

In the world there is a need of motivation of employ-
ees to better fulfillment of its obligations, because one of
the main goals of each enterprise is speeding up the rota-
tion of funds. Therefore, to speed up the working capital
you need quick reactions and quality of the work. Since
the results and quality of the work of employees depends
not only on their professional knowledge, skills and expe-
rience, but also on the employee's attitude towards his/
her work, personal preferences, socio-psychological envi-
ronment of employees, we can say that there is a need
for a detailed selection of incentive methods to meet the
needs of both leaders and subordinates. The main mistake
of many businesses is that the first source to reduce costs
is a payroll. So, the preferred factor is these enterprises
is not a system of motivation, and the system is fairly
stiff fines. Therefore, there is a high turnover, dissatis-
faction of workers, the loss of time and effort to prepare
workers. Large losses are associated with a decrease in
quality and productivity. Therefore, managers should pay
attention to the needs of the people who come to the new
place of work and understand that people are the most
important resource that helps to maintain and achieve
key strategies and goals of the company.
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Report of the basic material. In General, there are
many forms of motivation and stimulation of work-
ers, the first task is to choose the methods that provide
the greatest return for their particular activity. But to
achieve efficiency, the Favorites of the most employees
should be considered. Therefore, accounting to the results
of the survey a study to determine the best method of
motivation for employees as conducted. According to this
survey, it was determined that 67,2% of workers con-
sider cash incentives to the best method of motivation.
A free education and training of workers gave 8.9% of
votes among those polled. Praise from the guide value of
6.6% of respondents, personal presents from a company
— 5.8%. This is about the fines which force work is sup-
ported by 4.7% of the vote among Ukrainian people. The
additional weekend — was given only 2.7% of the vote.

You can also argue that not only money is the main
mechanism of employees stability. The social package
plays an important role. The attitude of the leader to his
subordinate important is also, because if the head does
not pay attention and does not encourage workers, the
desire to work decreases and productivity falls. No less
important for the employees to have a relationship with
the team, which may also affect the performance of the
worker.

Therefore, the main purpose of the motivation is to
improve productivity, the main attention is paid to man-
agement productivity. After all, performance manage-
ment, development plans for the use of employment po-
tential require the classification of the factors that lead
to changes and depend on the influence on the enterprise
performance. All of the factors that are associated with
rising productivity can be divided into two main groups-
the external and internal factors.

A group of external factors is not controll by any
single company, and a group of internal are those for
which the enterprise has directly impacted. Although the
external factors are also very important for the compa-
ny. These factors can to stimulate management solutions
more effectively that help to develop strategy to increase
productivity on specific period [3].

Motivation is an opportunity to encourage people
to the effectiveness of their activity, which is aimed at
achieving the goals of the enterprise by forming reasons
[4]. Stimulation of employees provides the conditions un-
der which labour activity of staff provides documented
results and is a necessary condition to meet the social
needs of workers, provision of their motives to work.

The system of motivation of labour must also comply
with the regulatory and legal base. Employee needs to
know which requirements appear before him, and what
will be the reward for achieving them. That is stimulat-
ing to work effectively when controls support the same
level of work for which employees pay. The main purpose
of a stimulus worker is to encourage a man to work [5].

The system of motivation of the company should be
based on the following requirements: — the provision of
equal opportunities to employment and promotion of offi-
cials for the effectiveness of their work:

- establishing the level of remuneration of its results
and establishing personal contribution to overall success;

- create opportunities to enhance professional skills
and implementation of workers capacities.

Encouraging models are different accounting to their
directions and conclusive results. Such results may be:

- the wages rate;

- additional payments and premiums;

- participation in capital;

- participation in the profits;

- tuition fee;

- guarantee of loan to purchase a large item (apart-
ment);

- medical service;

- insurance;

- vacation in the countryside, etc. [5].

The magnitude of the wage plays a crucial role, but
it should be much higher than the size of the minimum
wage in after workers to be at least somewhat satisfied.

The dynamics of growth of the minimum wage in
Ukraine are included in the table. 1.

Table 1
The dynamics of the minimum wage growth
in Ukraine, UAH/month

Years 2010 2011 2012 2013 2014
31.01 869 941 1073 1147 1218
31.04 884 960 1094 1147 1218
3 1.07 888 985 1102 1147 1250
31.10 907 1004 1118 1218 1301

According to the table. 1, we can say that the level
of the minimum wage compared to previous years grew,
but not much. According to 2013 its level climbed to 71,
indicating positive dynamics and is characterized by more
or less good social position of workers.

Not less important place in the system of staff moti-
vation is occuped by remuneration. Reward is a system of
payments for employees who receive a job that made over
established norms.

Remunerations are divided into: — direct payments in
the form of wages, they are also the salaries, bonuses,
commissions and bonuses;

- indirect, which are carried out in the form of ben-
efits.

The system of remuneration is based on the following
principles:-the mechanism of stimulation should be ori-
ented to achieve deliverables:

- the higher is the rank of worker, it stimulates the
greates is constantly raise this level [3].

There is another method of motivation, opposite to
the previous one.

This is a compulsion, which is based on the feel of fear
of punishment in the form of dismissal of a worker or on
the transfer on the lower paid work, fines, etc.[2]. Al-
though, according to the authors, this method is ineffec-
tive, because the worker can quickly leave the workplace
through nerve overexertion.

Motivational management involvs the process of im-
plementation, management and analysis of the results of
the selection method of motivation and stimulation.

Its essence is to activate these motives easily, which
humans already have.

Formation of motivational mechanism is aimed at:

- staff employment:

- creation of conditions for professional growth of em-
ployees;

- provision of favorable conditions of work and work-
ers health;

- the creation of mutual confidence and feedback.

To make this motivational process manageable, we
should create necessary conditions:

- we must have full and reliable information about the
management object;

- we have the necessary understanding regarding the
State and dynamics of motivational orientation of work-
ers [5].

The motivational monitoring is also important. It is a
system of continuous surveillance and monitoring of the
labour activity motivation for its operational diagnostics
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and estimation in dynamics, making qualified managerial
decisions in the interests of improving efficiency of pro-
duction [5].

The introduction of this motivational monitoring is
the most relevant for the most domestic of enterprises,
because the study of diverse needs and interests of moti-
vational orientation of employees performed in Ukraine
is quite superficial.

Conclusion. According to the above mentioned mate-
rials, we can conclude that the system of motivation and
stimulation requires constant analysis and control. Each
employee may respond differently to a particular situation,
you should also carefully choose methods of motivation,
based on the wishes and needs of the worker. Managers of
domestic enterprises should pay more attention to moti-
vation of work, provide equipment and pay salaries to the
level of employees work. Turnover is a negative indicator
for the release of the worker, because the process of labor
activity slows down. Also, we must remember that mon-
ey is not the most important motivator, because there are
many factors that man can stand, whatever his a wage is.
The most effective way of motivation is a complex of var-
ious methods of stimulating, which depend on the needs
and the psychological characteristics of workers.

Only the implementation of a proper system of mo-
tivational influence accounting will increase the effec-
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tiveness of both individual employees and enterprises
in General.
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OBctok H.B.

KaHOudam rnedazoaiqyHuUX HaykK,

douyeHm Kaghedpu byxaanmepcbko20 061Ky
BiHHUUbKO20 MOpP208eIIbHO-eKOHOMIYHO20 IHCmumymy

Kuiscbko20 HayjioHaIbHO20 Mmop208e/ibHO-eKOHOMIYHO20 YHigepcumemy

CTUMYINIOBAHHA NPALII NEPCOHAITY
AK IHCTPYMEHT COUIAJNBbHOI NMONITUKU NIANPUEMCTB

CraTtTa npucBsYeHa AOCHIMKEHHIO CTVMYMIOBAHHSA NpaLi NepcoHany, Lo XapakTepusyeTbCs SK BaXKIMBUIN ENEMEHT coLlialibHO-Tpy-
[O0BWX BiQHOCUH Ta IHCTPYMEHT peanisauii couianbHOi NOMiTUKM CNPsSiMOBaHOI Ha 3a40BOIeHHs NOTpeb Ta NiaBULLEHHS NPOAYKTUBHOCTI
npaui pobiTHKKIB, @ TaKOX 3pOCTaHHSA NPUOYTKOBOCTI NianpuemcTea. ABTOPOM BUCBITMHOETLCS POSb Ta 3aBAAHHSA COLianbHOI MOMiTVKK B
CTaHOBMNEHHI JOCKOHaNMX BiHOCKH Y cdhepi npaui. 3a pesynsratamv JOCHIAKEHHS 3anpONOHOBaHO ePEKTUBHUI OpraHi3aLiiHO-eKOHO-
MiYHUI MexaHi3M perynoBaHHa [OXO0AIB NPaUiBHUKIB SIK HANPSMOK 3anpoBamXeHHS e(PEKTUBHOT coLlianbHOI NOMITUKK.

KntouyoBi cnoBa: colianbHa nonituka, CTUMynoBaHHsA npaui, pobotogaseLb, NpauiBHUK, onnaTa npawi, 3apobitHa nnarta.

Osciok H.B. CTUMYTUPOBAHWE TPYOA NMEPCOHAIA KAK UHCTPYMEHT COLIMANTIBHOW MONUTUKW MPEONPUATUN

CTaTbsl MOCBSsiLLlEeHA WUCCNeaoBaHWO CTUMYNMPOBaHUA Tpyda MNepcoHana, KOTOpOe XapaKTepu3yeTcsi Kak BaXHbIA 3MeMeHT
couMarnbHO-TPYAOBbIX OTHOLLUEHWI M MHCTPYMEHT peanusauun coumanbHoi NONUTUKA HanpaBneHHON Ha yaoBneTBopeHue notpeGHoc-
Tel 1 NOBbILLIEHWE NPOAYKTUBHOCTU TpyAa paboTHMKOB, a Takke yBenmyeHne NpubkbINbHOCTM NpeanpuaTus. ABTOPOM OCBELLAETCs porb
1 3aJaHns coLmanbHONM NOMUTIKU B CTaHOBMEHWM ONTUMasIbHBIX OTHOLLIEHWIA B TPYA0BOK cdepe. B peaynsrate nccnenoeaHus paspabo-
TaH 3O (HEKTUBHBIN OpraHN3aLMOHHO-9KOHOMUYECKUI MEXaHN3M PETynNpoBaHNsl [LOXOA0B PpabOTHWMKOB Kak HampaBreHne peanvsauum
3(PPeKTUBHOM coLManbHON NOMUTUKN.

KnioueBble cnoBa: couuanbHas nonMTuka, CTUMynMpoBaHue Tpyaa, pabotogatenb, paboTHUK, onnata Tpyaa, 3apaboTHas nnata.

Ovsyuk N.V. STIMULATION OF PERSONAL LABOUR AS AN INSTRUMENT OF SOCIAL POLICY OF ENTERPRISES

The article devoted to research of stimulation of personal labour that is characterized as an important element of social labour
relations as well as an instrument of realization social policy directed on satisfaction of requirements and increasing of labour productivity
of workers and heightening profits of enterprise. Author highlights the role and task of social policy in formation of optimal relations in
labour sphere. As a result of this research developed effective organizational economic mechanism of regulating incomes of workers as
a direction for realization of effective social policy.

Keywords: social policy, stimulation of labour, an employer, worker, payment of labour, wages.

pecypcu, 30iJBIMINTH MOTYKHICTh BUPOOHUIITBA, 3aIPO-
BaJUTU HOBi e(DeKTUBHI TeXHOJOTii BUPOOHUIITBA TOIIO.
IIpoTe BasKIMBUM eJIeMEHTOM HA INLIJIAXY OO0 €KOHOMiu-

ITocranoBka nmpo6semu. PUHKOBI BifHOCHMHU 3yMOB-
JIIOIOTH IIOCTiHHO 3POCTaUy KOHKYPEHIIiI0, V 3B A3KY 3
YUM MiJOpUEMCTBA NPArHyTh MOOiJidyBaTu yci HasaBHi



