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Thearticle examines the motivation of the staff of the enterprise «Food Base Zaporizhzhia»
LLC. The personnel composition of the enterprise is analyzed. It is determined that
the labor resources of an enterprise are one of the most important components of its
activities. It is substantiated that a significant problem faced by enterprise managers is
the motivational policy of personnel and the way to productive achievement of goals.
The concept of motivation is substantiated, which is closely related to the problem
of personnel management. It is found that economic relations also put forward new
requirements for personnel. It is revealed that labor is a necessary condition for the
existence and development of society, as an expedient activity of people aimed at meeting
their vital needs. It is substantiated that one of the components of labor is its motivation
at the level of participants in labor relations. The variability of personnel composition is
studied. Methods of optimization of motivational policy are proposed. An analysis of
scientific sources on the evaluation of staff motivation is carried out. A characterization of
the researched enterprise «Food base of Zaporizhzhia» LLC is provided. The sources of
search for personnel for the researched enterprise are provided. The main tasks in hiring
employees are substantiated in terms of quality and quantity. The motivational potential
of payment systems for the enterprise is disclosed and substantiated. The current work of
the motivational policy in the LLC «Food Base Zaporizhzhia» is disclosed. Conclusions
on the basic principles of labor motivation of the enterprise’s staff are made.

3ACAJIM MOTHUBAIIL IMPALII MEPCOHAJY MIANTPUEMCTBA

Jamxko .M., Boiixo JI.A., Muxaiijaiuenko JI.B.

3anopizbkuti HAYioHaIbHUL YHI8epcUumem

Yrpaina, 69011, m. 3anopiscorcs, eyn. Yuieepcumemcoxa, 66

Kurouosi ciioBa:
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MOTHBAIIIiHA MTOJIITHKA,
MOTHUBALIMHHI TOTEHIIAI,
MOTHUB, IiIIPUEMCTBO, TICPCOHA,
rorpeda, CTUMYJI, OIUIaTa Ipari.

B crarti mocmimkeno motuBamito repcoHany mimipuemctBa TOB «IIpomoBomsaa
6aza 3anopibioks». [IpoaHanmizoBaHO KaJapoBWA CKIaJ MianpueMcTBa. BuzHaueHo,
IO TPYAOBI PECYpPCH MiJAMPHEMCTBA € ONHUM i3 HAMBAXJIMBIIIMX CKJIQJHHUKIB HOTro
nisutbHOCTL.  OOTPYyHTOBAHO, IO CYTTEBOKO TIPOONIEMOIO, 3 SIKOIO 3YCTPIYalOThCS
KepIBHUKH I IPUEMCTB € MOTHBAIIIHA O THKA EPCOHAIY 1 IIIAX 0 TPOTYKTHBHOTO
JOCSTHeHHsT 1wieil. OOIpyHTOBAHO, TMOHSATTS MOTHBAIIii, IO TICHO IIOB’S3aHO 3
MPOOJIEMOI0  YTIPABIIHHS TEPCOHATIOM. 3°SCOBAaHO, IO CKOHOMIYHI BiTHOCHHH
BHCYBAIOTh 1 HOBI BUMOT'Y JI0 TIEPCOHAITY. BUSIBIIEHO, 1110 HEOOXiTHOIO YMOBOIO iICHYBaHHS
1 PO3BUTKY CYCILIBCTBA € TIPaL, SIK JIOIUIbHA JISUTBHICTB JIFOAEH, 1110 CIIPSIMOBaHa Ha
3a/I0BOJICHHS iXHIX KUTTEBUX TOTpeO. OOTpyHTOBAHO, IO OHIEIO 3 CKIIAIOBUX TIPalli
€ 1i MOTUBYBaHHS Ha PiBHI YYaCHUKIB TPYIOBUX BiTHOCHH. JIOCHI/PKEHO BapiaTUBHICTh
KaJIPOBOTO CKJIAJy. 3arlpOrOHOBAHO METOM OINTHUMI3allil MOTHBAIIHOI MOTITHKH.
IpoBeneHuit aHami3 HAyKOBUX JDKEpEN 3 THTaHb OI[HKA MOTHBAILI IEPCOHATY.
Hanmano xapaxrepuctuky mociimpkysanoro minnpuemctBa TOB «IIpomoBomsaa 6aza
3arnopioks. Hanani Jokepena nouryKy nepcoHaity JUist JIOCHiKyBaHOTO MiAIPUEMCTBA.
OOrpyHTOBaHO OCHOBHI 3aB/IAHHS TPH HaiiMi IpAIiBHUKIB Ha POOOTY B SIKICHOMY
1 KiTBKICHOMY BigHOIIEHHI. PO3KpHUTO Ta OOTpyHTOBAaHO MOTHBAIIHHWN TMOTEHIIAT
CHCTEM OIUIaTH IS MiAIPHEMCTBA. PO3KPHTO MOTOUHY POOOTY MOTHBAIIIHOT OJIITHKH
y TOB «IIponoBoirda 6a3a 3amopixoks». 3po0iieHi BUCHOBKH MO0 OCHOBHHX 3acajl
MOTHBAIIIT TIparli IEPCOHATY T IPUEMCTBA.
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Statement of the problem

A significant problem faced by business leaders today is the
motivational policy of staff and the way to achieve goals pro-
ductively. This problem is a primary one even for successful
business structures.

For any work to be productive, it needs motivation. The
concept of motivation is closely related to the problem of
personnel management. Economic relations also place new
demands on staff. This includes not only the recruitment,
training and placement of personnel, but also the formation of
a new consciousness, mentality and methods of motivation.
Labour is a prerequisite for the existence and development of
society, as it is a reasonable activity of people aimed at satis-
fying their vital needs. One of the components of labour is its
motivation at the level of participants in labour relations.

In the narrow sense of the word, "motivated activity"
means free human actions aimed at achieving goals and real-
ising interests. In a motivated activity, an employee deter-
mines the degree of action depending on internal motivations
and environmental conditions.

Analysis of recent research and publications

In the modern economic literature, many scholars have
studied the issue of assessing labour motivation. F. Taylor,
F. Gilbreth and L. Gilbreth, G. Emerson, M. Follett, as well as
O. Sheldon, A. Fayol, and E. Mayo made a significant contri-
bution to the development of the theory and practice of labour
motivation. Well-known authors of modern motivation theories
in the West are A. Maslow, F. Herzberg, L. Porter, E. Lawler,
D. McGregor, D. McClelland, V. Vroom and others.

The study of modern economic research on labour
motivation shows that attention is being paid to the for-
mation of the efficiency of enterprise motivation. Thus,
in the works of Ivanchenko G.V. the use of intangible
incentives at domestic enterprises is formulated. Mosten-
ska T.L., Novak V.O., Lutskyi M.G. and Minenko M.A. in
their research reveal the main role of motivation of crea-
tive work, which is aimed at increasing job satisfaction and
staff interest [8]. Zanyuk S. considers motivation as a set of
factors that determine employee productivity [6].

Formulation of the article's objectives

The aim of this article is to substantiate the assessment
of staff motivation and the impact of the enterprise's moti-
vational policy on the status of its staff.

Summary of the main research material

Assessment of labour motivation is a complex and mul-
tifaceted phenomenon that requires a comprehensive study.
Human behaviour in the course of labour activity is influ-
enced by a set of factors-motivators that encourage activ-
ity, in particular: external (at the level of the State, industry,
region, enterprise) and internal (components of the structure
of the employee's personality itself — needs, interests, values
of a person, peculiarities of labour mentality associated with
them and the socio-cultural environment, etc.).

Undoubtedly, labour efficiency depends on motivation,
but this relationship is quite complex and ambiguous for
both management and employees.
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At Zaporizhzhya Food Base LLC, the HR manager is
responsible for hiring employees. He deals with the fol-
lowing issues:

— study of the labour market;

— analysis and assessment of staffing needs;

— recruitment, selection and adaptation of employees.

Personnel files are maintained throughout the employ-
ment period. During the seasonal increase in the need
for employees, temporary recruitment is practiced. In the
event of an employee's dismissal, the personnel files are
transferred to the archive of Food Base Zaporizhzhia LLC.

Table 1 — Number of employees of Food Base
Zaporizhzhia LLC for 2021-2023

Indicator 2021 year | 2022 year | 2023 year
Average number 18 15 16
of employees, people
Women 5 5 5
Men 13 10 11

[developed by the authors]

According to Table 1, we can conclude that the num-
ber of employees in 2022 decreased by 16.67% (3 people)
compared to 2021, and in 2023 the number of employees
increased by 6.25% (1 person).

2023

2021

2022

EWomen @  Men

E\Women @  Men

@Women @ Men

Fig. 1 — Comparison of the number of women/men
in 2021-2023 [developed by the authors]

To attract employees, Food Base Zaporizhzhia LLC
uses internal (its own capabilities) and external (third-party

resources) sources.

Table 2 — Sources of staff recruitment

External sources
— Placement of announce-
ments, advertisements, etc.;
— Creating a positive image
of the company in the labour
market.

Internal sources
— Recruitment of personnel
with the help of existing
employees;
— Personnel reserve.

[developed by the authors]

The main task when hiring employees is to meet the
demand for employees in terms of quality and quantity.

Recruitment objectives:

— general analysis of the need for personnel;

— precise determination of who the company needs;

— identifying sources of candidates and selecting
selection methods.

An equally important task of recruitment is to find the
employees the organisation needs at the moment.
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Before a candidate is offered a job, he or she is inter-
viewed, after which a personality match is made to the
position for which he or she is applying and a conclusion is
made about his or her professional qualities — whether the
candidate is suitable for the position.

Every employee needs to be encouraged, i.e. motivated,
when they are hired and throughout their employment.

Motivation (from Latin movere) is an inducement to
action; a dynamic process of psychophysiological plan that
controls human behaviour, determining its direction, organ-
isation, activity and stability; a person's ability to actively
satisfy his or her needs [3].

Work motivation is an employee's desire to satisfy needs
through work. The structure of the work motive includes:

— aneed that the employee wants to satisfy;

— a benefit that can satisfy this need;

— labour action required to obtain the benefit;

— price - material and moral costs associated with the
labour action.

An employee's motivation to work is based on need,
motive and incentive. A need expresses the need for certain
benefits: spiritual, material, and social values. A motive is
something that causes certain human actions. It determines
what needs to be done and how this action will be carried
out. The incentive is the employee's desire to move up the
career ladder, his or her participation in the management of
the enterprise and decision-making in the organisation [10].

The system of motivation of the management personnel
of "Food Base Zaporizhzhia" LLC should comply with the
following principles:

— flexibility — the ability to respond quickly to changes
in external and internal operating conditions;

— systemicity — a full reflection of the individual con-
tribution of a person to the achievement of the company's
final results through the person-position-work and person-
group-team chains;

— matching — establishing a level of staff motivation
that is consistent with the quantity, quality and significance
of the work involved;

— structured — characterises the division of salary into
parts, each of which reflects the employee's personal con-
tribution to the achievement of current, final and long-term
results of the company's activities;

— openness of the personnel motivation system — trans-
parency and information accessibility for each employee.

The main methods of staff motivation in today's environ-
ment are:

— cash payments for achieving the goals set;

— punishment is the prevention of actions on the part
of an employee that may cause damage to the company;

— social policy is related to the provision of additional
benefits, services and social payments to employees;

— intangible incentives (appreciation awards, written
thanks from management and even compliments);

— "building" (subconscious influence on a person) —
makes it possible to arouse the interlocutor's respectful atti-
tude and desire to follow the speaker's example;

— professional training is an opportunity to develop
personal qualities and gain specialised knowledge that
opens up broad prospects;

— career growth is an incentive to work hard, perform
your duties efficiently and effectively;
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— feedback, which can be provided via internal mail
or the company's internal website by organising a special
section for this purpose [9].

Motivation of labour activity cannot be effective with-
out satisfaction of material needs and engagement of
employees' material interests.

Wages, as the main form of employee income, play a
leading role in material motivation, which should be under-
stood as the desire for prosperity, a certain level of well-be-
ing, and a material standard of living. At the same time, it
should be noted that the relationship between wages and
labour motivation is complex and controversial. The eco-
nomic literature, research and publications of recent years
are dominated by a one-sided approach to the analysis and
impact of salary on labour motivation: only one aspect of
this complex issue is being highlighted and criticised — the
low level of remuneration for labour services, so that sal-
ary growth is the development of the needs of the staff of
Food Base Zaporizhzhia LLC as a consumer interested in
the organisation's performance.

The motivational potential of remuneration systems
differs significantly. Remuneration systems that are based
on an organisational and economic mechanism that ensures
the solution of three tasks are incentivised:

1) encourages employees to increase their labour activ-
ity and labour contribution;

2) provides a direct, immediate link between labour
contribution and the amount of remuneration for labour
services;

3) optimises the interests of employers and employees.

Wages as an economic category and an element of the
economic system are among the most complex. In today's
economy, it should be taken into account: first, wages are
an economic category that reflects the relationship between
the owner of an enterprise and an employee regarding the
distribution of newly created value (income); second,
wages are remuneration paid by the owner to the employee
for work performed under an employment contract; third,
wages are an element of the labour market, which is the
price at which an employee sells labour services; fourthly,
for an employee, wages are his/her labour income, which
he/she receives as a result of the realisation of the ability
to work and which should ensure the objectively neces-
sary reproduction of labour force; fifthly, for LLC "Food
Base Zaporizhzhia", wages are an element of production
costs included in the cost of products, works (services),
and at the same time the main factor in ensuring the mate-
rial interest of employees in achieving high final results of
work [7].

The tariff system has played and should continue to play
a decisive role in organising salaries at Food Base Zapor-
izhzhia LLC. The tariff system is a set of regulatory materi-
als that help to set the level of employees' salaries depending
on their qualifications (complexity of work) and working
conditions. The main elements of the tariff system include
tariff scales, tariff rates, a guide to the qualification charac-
teristics of employees' professions, official salaries, allow-
ances and additional payments to wages [2].

The remuneration system in place at Food Base Zapor-
izhzhia LLC promotes the interests of both the employer
and employees. In the interests of the former, the remu-
neration system directs the efforts of employees to achieve
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the performance indicators expected by the employer. In
the interests of the employee, the remuneration system
provides an opportunity to increase material well-being
depending on the labour contribution and the realisation of
existing abilities. The remuneration systems at "Food Base
Zaporizhzhia" LLC are divided into incentive, guarantee
and compulsory.

Incentive-based remuneration systems are those whose
organisational and economic mechanism ensures the
simultaneous solution of three tasks:

1) encourages employees to increase their labour activ-
ity and labour contribution;

2) provides a direct, immediate link between labour
contribution and the amount of remuneration for labour
services;

3) optimises the interests of employers and employees [4].

A characteristic feature of guaranteed remuneration sys-
tems is that they do not directly depend on the level of the main
salary-forming factors - quantity, quality and performance - but
rather provide for the accrual of a stipulated salary.

The use of compulsory remuneration systems is most
often driven by fierce competition in sales markets, techno-
logical process requirements, the desire to survive in the com-
petition, etc. These systems are characterised by high labour
intensity and tight labour standards, strict regulation of labour
organisation, but most importantly, by the focus of employees
on achieving a clearly defined, sufficiently high level of per-
formance that does not allow for deviations.

Non-financial rewards can also be attributed to the
methods of motivation at Food Base Zaporizhzhia LLC.
Non-financial rewards refer to methods that are not related

ISSN Print 2786-5150
ISSN Online 2786-5169

to remuneration and are used to reward employees for good
work and increase their motivation.

Based on the above, the following suggestions can be
made to improve labour

— involvement of the manager in improving perfor-
mance and motivation by empowering employees;

— organise corporate events to unite the team;

— the possibility of individual working conditions for
the physical or moral and psychological state of the staff
(remote work, part-time work, benefits, etc.);

— hiring a more motivated employee from the existing staff;

— introduction of working conditions for the compa-
ny's competitiveness in the market;

— use of a more effective system of material and non-ma-
terial labour motivation (salary increases, bonuses for the best
employees, additional days for vacation, time off).

Conclusions

Motivational policy is one of the central places in per-
sonnel management in "Food Base Zaporizhzhya" LLC,
because it is a direct cause of their behaviour. Orientation
of employees to achieve the goals of the enterprise is the
main task of personnel management. With an effective
organisational structure, modern equipment, but with-
out employee motivation, it is impossible to achieve the
desired results - members of the workforce will not cope
with their duties, but needs are constantly changing, so you
cannot expect that the motivation that works now will be
effective in a certain time. As the personality develops, so
do the opportunities and needs for self-expression. There-
fore, the process of motivation by meeting needs is endless.
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