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Y cmammi po32issHymo MuUmaHHs kaacucbika-
yil cyyacHux cucmem momusayii. posedeHo
2pyrnyBaHHs MEPCOHasTy 3a PI3HUMU O3HaKaMmu.
YMOYHEHO 2pyrysaHHs NePCOHa/Ty 3a BIKOM ma
cmagneHHsmM 00 npayi. [as yux epyn 3anpo-
[OHOBaHO 20/108HI MOMUBamopu. Po3a/siHymo
repcoHas opaaHizauyili ma Budi/ieHo wWicmb
OCHOBHUX muriig rnompe6 crigpobimHukis. Pos-
2/1siHymi - MomusauyjiliHi - chakmopu  An1s1 pi3HUX
epyn nepcoHasty. [poaHasli308aHO  OCHOBHI
emanu diioBoi Kap'epu. L5 KOXHO20 emarly
Kap'epu 3anporoHoBaHo MomuBayitiHi cxemu.
Po32/issHymo  mMamepia/ibHy ma  Hemamepi-
anbHy mMomusayjito. MamepiasibHa Momusayisi
dyxe yacmo cripuliMaemscsi crispobimHuUKkamu
SIK Ha/TeXHe, | BIOCYMHICMb MUX YU X IHWUX
MamepiasibHUX CMUMY/IiB Po32/110aEMbCS 5K
He2amusHull ¢hakmop. BusHadeHo npobnemy
38uKaHHs1 Ao Momusayji. Yepes desikuli yac nep-
COHa/1 38UKa€E 00 3a0X04eHb ma 1o2po3. Tomy
rnompi6Ho nocmitiHo cmexumu 3a (io2o yOoCKo-
Ha/ieHHsIM. 3arporoHoBaHo HU3KY 3ax00i8 ujooo
MOKpaWeHHs1 cucmemu Momusayii nepcoHasy.
KntouoBi cnosa: nepcoHas, knacudbikayisi nep-
COHaJTy, Momusayjisi, cucmema Momusayii, 2pynu
repcoHasy.

B cmambe paccMompeHb! BOMPOCh! K/laccu-
buKayuu CcOBPEMEHHbIX CucCmeM Momusa-

yuu. [IposedeHa epynnuposka nepcoHana
10 pa3/IuYHbIM MpU3HaKaMm. Ymo4HeHa apyr-
MupoBKa nepcoHasna o so3pacmy U OMHO-
weHuto K mpyoy. [ns amux 2pynn npeoso-
JKEHbl 2/1aBHble Momusamopbl. PaccmompeH
nepcoHan opeaHu3ayul u Bbloes1eHbl Wecmb
OCHOBHbIX muros rnompebHocmeli compyo-
HUKOB.  PaccMompeHbl — MOmMUBaYUOHHbIE
chakmopsb! 0715 pa3/IuyHbIX 2pyni NepcoHana.
lNpoaHasiu3upoBaHbl OCHOBHbIE Imaribl 0e/0-
Boli kKapbepbl. [7151 kKax0020 amara Kapbepb!
MPeosIoKeHbl  MOMUBAYUOHHbIE — CXEeMbl.
PaccmompeHa MamepuasibHasi U Hemame-
puasibHass — mMomusayusi. MamepuasibHas
MomuBayusi O4eHb 4acmo BOCHPUHUMaemcsi
compyOHuUKamu Kak OO/DKHOe, U omcym-
cmsue mex Usu Xe Opyaux mamepuasibHbIX
CMUMY/I08 paccMampusaemcsi Kak Hezamus-
HbIl ¢hakmop. OnpedesieHa npobsiema npu-
BblKaHUSI K Momusayuu. Yepe3 Hekomopoe
BpeMsi MepcoHas npUBbIKaem K MoOWpPeHUsIM
u yepo3am. [10amomy HyHO MOCMOSIHHO C/ie-
dumb 3a e20 cosepweHcmsosaHueM. [1peod-
JIOKEH psid Mep Mo y/IyHWEHU cucmemsl
MomuBsayuu nepcoHana.

KntoueBble cnoBa: nepcoHas, knaccugpukayusi
repcoHasna, mMomusgayusi, cucmema Momusa-
yuu, 2pynbl nepcoHasa.

The article deals with the classification of modern systems of motivation. A grouping of personnel was carried out according to various criteria. Clarification
of personnel grouping by age and attitude to work. For these groups suggested the main motivators. The staff of the organizations were considered and
six basic types of staff needs were identified. Motivational factors for different groups of personnel are considered. Analyzed the main stages of a business
career. For each stage of the career offered motivational schemes. Considered material and intangible motivation. Material motivation is often taken for
granted by employees and the absence of these or other material incentives is considered as a negative factor. The purpose of this work is to improve
approaches to the problem of motivation, taking into account the goals and needs of a modern employee in the context of the development of a market
economy, as well as to develop practical recommendations for building an effective system of motivation tailored to the individual needs of the staff. The
practical significance of the work is to use the results of studying the problems of constructing a system of motivation and introducing in practice the recom-
mended methods to increase the interest of employees in the results of their activities. The problem of addiction to motivation is defined. After some time, the
staff gets used to the promotions and threats. Therefore, we must constantly monitor its improvement. Today, there is an acute problem of staff turnover, so
an employer in modern conditions needs a motivation system, not only able to find an employee, but also to keep him. Among the material incentives lead-
ing place is wages. The introduction of an effective motivation system is influenced by the following factors: an insufficient amount of information, low interest
of lower-level managers in stimulating workers, negative effects of the external environment on the formation of motivational policies of workers. Thus, we
can conclude about the crisis of the system of motivation. There has been a change in value orientations in the system of motives to work. Consequently,
none of the modern motivation systems can be applied in Ukraine in its pure form. This complicates personnel management and reduces productivity. A
number of measures to improve the staff motivation system have been proposed.

Key words: personnel, personnel classification, motivation, motivation system, personnel groups.

MocTaHOBKa npoGneMu. Y CyyacHMX YmMOBax
PO3BUTKY PWHKY npaui i couiasibHO-TPYyAO0BUX BiAHO-
CUH akTya/nbHOW 3a/MWaETbCa npobnema BNpoBa-
[KEeHHA edheKTUBHOI CUCTEMM MOTUBALLi NepcoHasy,
sIKa LifiCHO 3MOXe CMOHYyKaTh NpaLiBHMKa e(DEKTVBHO i
AKICHO BMKOHYBATW CBOKO POBOTY; CNPUSE Y3roMKEHHIO
0CO6GUCTUX Ljinen cniBpobiTHMKA, Uinel nigposainie i
BULLIOTO KEPIBHULITBA; BUPILLWUTL NPOBIEMU 3 MIMHHICTIO
KagpiB i 3Ha4YHO CKOPOTUTbL BUTPATU Ha MoLUyK, nigdop
i afanTaujiio nepcoHany, a Takox yTpMMae BUCOKOKBA-
nicpikoBaHi kagpw TOLLO, L0 3MOXe NPUBeCTU A0 36i1b-
LUEHHA pe3y/bTaTUBHOT A4iS/IbHOCTI OpraHisadil.

AHania ocTaHHiX pocnifmkeHb i nyGnikauiid.
BuBuyeHHAM nuTaHb MOTMBAUIl npaui 3aimanmcs

Taki HaykoBi fisdi, sk E. Bnacosa, T. KonadiBcbka,
K. HedchepoBa, O. 3eHipoBas, B. KycakuH, A. Cap-
bapsiH, A. KpepgicoB Ta iHWI. Ane, Ha Hally OyMKY,
He [OCUTb IMBOKO po3kpuTa npobrema nobynosu
MOTMBALIHOT CUCTEMY OpraHisaLii came 3 ypaxyBaH-
HAM iHOMBIAYyabHUX NoTpeb i MOTMBIB KOHKPETHOIO
npauiBHuKa.

MocTaHOBKa 3aBAAaHHA. MeTa po60Tn — yA0CKO-
HannTK nigxoam Ao npobaemyn MoTuBaLii 3 ypaxyBaH-
HSM LiNen i noTpeb cy4acHoro npawiBHMKa B YMOBaXx
PO3BWTKY PUHKOBOI €KOHOMIKM, @ TakoX po3pobuTtu
NpakTUYHi pekomeHdaujii 3 nobyaoBn edeKTUBHOT
CMCTEMM MOTMBALi 3 ypaxyBaHHAM IHAMBIAYa/TIbHUX
noTpeb nepcoHany
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IHOPACTPYKTYPA PUHKY

MpakTnyHe 3Ha4YeHHs poboTK NoArae y BUKOpUC-
TaHHI pe3ynbratiB AoCNiMKeHHS Npobnem nobyaosu
cucTeMn MOTMBALIT Ta BMNPOBaMKEHHS Ha NpakTui
pekoMeHA0BaHUX METOAIB AN NiABULLIEHHS 3aLikas-
NIeHOCTi NpauiBHVKIB y pe3ynbTatax CBOET AiSIbHOCTI.

Buknapa ocHOBHOro marepiany gocnigXeHHs.
[Nnsa KOXHOro npauiBHWKA ICHYIOTb WOro B/iacHi
MOTWBMW, LLIO 3a/iexaTtb Bif KOHKPETHOT cuTyaui, BiKy,
poay AifsnbHOCTI Towo. [Ansa noyarky BapTo BUAINNTH
KOHKPETHI rpynu npauiBHUKIB 3a1€XHO Bif, iHAMBIAY-
anbHMXx NoTpeb. Mpobnema rpynyBaHHS MepcoHasty
3a/1eXHO Bif iHAMBIAYaNIbHUX NOTPe6 3Halilia CBOE
BijOOpaxXeHHs B 6araTbOX HayKOBUX Mpausx.

€. Bnacosa i T. KonayeBcbka BWAINAKTL Yy
CBOIli HayKOBIli npaui Taki rpynu npauyiBHuKIB Ta
TXHiX MOTuMBIB [1]: &) cTygeHTV i monogi daxisuj,
WO TiNbKM 3aKiHYWAM HaBYasbHWIA 3aknag, MOTUBU
AKUX — Lle MOX/IMBICTb crnpobyBatn cebe Ha pis-
HMX nonpuLwax; nepcrnekTnBa pocTy, K 0cobucTic-
HOrO, TaK i Kap'€PHOro; BK/AOUYEHHS B AisI/IbHICTb, LWO
nepaBe nepesBepllye NPOMECiHI HABUYKK; MOXN-
BIiCTb BMABAATU iHILiaTMBY i, 3BUYAMNHO X, BUSHAHHS,
6) monopgi haxiBui 3 AOCBIAOM po60OTM A0 3 POKIB,
MOTMBaMN SIKUX €. PO3MOAIa CEepino3HuX 3aBAaHb,
3a/Ty4EHHS B NPUAHATTA pilleHb, BiANOBIAa/IbHICTb
3a UinniA 610K 3aBAaHb, BU3HAHHA OTPMMAaHOro
pes3ynbTaTy Ha piBHI KEPIBHULTBA; B) BUCOKOKBaUTii-
KoBaHi npodpecioHanu Ta ixHi MOTUBM: CTabINbHICTb,
MOXJIMBICTb TFOPU3OHTA/IbHOIO PO3BUTKY, POAUHA;
TakoX 419 HUX BaX/MBI BacHa neHciiHa nporpama
B KOMMaHil, cneujasibHi nporpamu, cnpsaMoBaHi Ha
OfEepPXXaHHA BU3HAYEHUX MiNbr A0S YEHIB POAMHU
CniBpoGITHMKA, 1 iHWI couiasibHO 3Ha4yLi pevi, Wo
JonomararTb 3asiydatv i yTpuMyBaTu LEeWn i iHLWuni
TMN MepcoHasly; ) monogi 6Gartbkm (HandacTiwe
MaMu), MOTUBU SKUX: HAsIBHICTb THY4Koro rpacika,
MOX/IMBICTb NpaLoBaTu BigAaneHo no Kinbka rogaunH
Y U AeHb 3 JOMY TOLLO.

Ha Hawy aymky, 3 ornsigy Ha pyMHOK npaui Ykpa-
THW, BapTo BUAIIMTW LWe OoAHy rpyny swogein 3 i
MOTMBaMV — Lie Monogj nogu y Biui Ao 18 pokis, WO
npayoTb. N5 HAX MOTUBaMU €: O4EPXaHHA fonar-
KOBUX 3ap06iTKiB N03a HaBYaHHAM AJ15 NOBCAKAEHHNX
notpeo6, 03HaliOMJIEHHST 3 PUHKOM npaLji, MOX/IMBO,
fonomora y Bubopi mMaiibyTHbOI cchepy AisnbHOCTI.
TakoX CbOrogHi MoXHa BUAINUTM MONOAb, SKa LLyKae
TMMYacoBy pob6oTy B YkpaiHi, Ta noTiM, micnsa oTpu-
MaHHSA BifNoBiAHOT KBanidikalii, niaHye Buixatu 3a
KOPAOH YKpaiHu.

B. KycakiH Tpoxu iHakwe po3rnsigae npuuunHm,
LLIO CMOHYKYHTb fitogein oo npadui [3]. BiH nponoHye
6araTopiBHEBY CUCTEMY MOTMBALLT NepcoHany, y ki
npeacTaB/eHi rpynu Nogein 3a npuunHamu, 3 SKnx
BOHM npautooTb. CuctemMa mae 4oTMpu piBHi. Haii-
HKYMIA NYHKT (NyHKT Ne 4) wkasim moTmBauii — ue
rpowi. bBarato nwgei AyTb ynawToByBaTUCS Ha
po6oTy, TOMY LLO TM NOTPI6HI rpoLui. YacTiwe ycboro
Le Monofb, CTYAEHTH, Y KNX barato ambiuiii, 6axaHb

vyilg)| Bunyck 32.2019

i MaHiB, AKi BOHW XOTiNM 61 BTIIMTK B XUTTA. TPeTii
MYHKT — ocobucTa Buroga. J/lloam xouyTb npawtoBaTu
Tam, Ae, KpiM CBOEI 3apniaTu, BOHN MOXYTb OAep-
XYyBaTu 0COBUCTY BUrogy, Taky K 6e3KOLLTOBHE Npo-
XMBaHHS, XapuyyBaHHS, Kap'€pHWiA picT, HeBenuka
BiACTaHb [0 Micua pob0TM, MOX/IMBICTb HadaHHS
cny60B0OT MalMHM Towo. Apyruii NyHKT wWKanm —
iHTepec. Pob6oTa 3apagu iHTepecy Ha nepLiomy Micui
LiKaBUTb NEpcoHas, WO BXe 3a40BOJSIbHWB CBOI
6a30Bi, NepeBaxHO MaTepiasibHi, N0Tpe6u. ToMy BOHU
Ha UbOMy eTani MOXyTb LiJIKOM MPUCBATUTK cebe
BMKOHaHHIO Tiel poboTu, Wo imM AilicHo uikaBa. Ha
nepwoMy MiCli CUCTEMU BYEHWUI MOCTaBMB MOYYTTH
060B'A3Ky. Lle nouyTTa — HalcuAbHIWNA MOTYB, L0
Kepye NAMHOL0.

BaxnmBuM € nuTaHHA opraHiszauii podoumx rpyn.
Couionoria  BMBYUMNA MepPCoOHas cepefHbocTaTuC-
TUYHUX OCPICIB Ta BUAINUNA LWICTb OCHOBHUX TWUMIB
noTpe6 cniBpobiTHMKIB [5].

Mwucnmsui 3a 6OHycamn — K NpaBuo, BiNbLUICTb
(22%) konekTvBy. BOHUW LWyKalOTb AK MaTepiasibHy
BMHAropofy, Tak i HematepiasibHy. |geansHuii Bapi-
aHT — NoAapyHKoBi cepTudpikaTn, TYPUCTUYHI MYTIBKU.
Lleli cermeHT 6inblU HiXX Ha NOMOBUHY NpeacTas/ie-
HWIA XiHKaMK (58%). Ix Mau1o LKaBAATL 3a0X0UYEHHS,
L0 3MYLUYHOTb BUATK 3a MeXi KOMMETEHLi, Taki 5K
y4yacTb Y HOBOMY MPOEKTI, HACTABHULITBO TOLLO.

Jowmocign (20%) — yHMKatoTb 3a0X04€EHb, L0 3MY-
LWYTb Xo4a 6 Ha 4Yac 3anMwnTh pigHux (Kopnopa-
TUBHI BMi3gu, NyTiBKKM). [N HUX BaxIMBO 36epertu
6anaHc MiXX poboToto 1 0COBUCTUM XUTTAM. BaxaHa
Haropoga — BUXigHWI AeHb. Lleii cermeHT cniBpo6iT-
HUKIB cTapwuii Bifg iHWKWX, Ha 54% cknagaeTbesa 3
YO/0BIKIB.

Martepianictu (19%) — Takux 6isibLie BCbOTO Lika-
BWTb C/laBa, BIiTAETbCA Ti/IbKM «30/10TA MOHETa».
Kpalymii cnoci6 mMoTmBaLlil — KOHKPETHI MmaTepiasibHi
6nara: SKWO He rpowosi, TO cuctema OOHyCIB 3
BUKOPUCTaHHAM KaTasiory nogapyHkiB. 3asBuuait
y Takmx ChiBPOOITHMKIB CMOCTEPIraeTbCs BUCOKMI
piBEHb HEe3a[0BOSIEHOCTI PO6OTOMD, i, K NpaBuo,
ue XiHkn (599%).

BpaHui (17%) — HaliMeHL! maTepiasibHO MOTUBO-
BaHi CnNiBPOGITHWKN. IXHA Halibinbwa Mpis — BONS.
HaliuacTile ue noau, Wo BXe AOCAN/IM BUSHAYEHUX
pe3ynbrarTiB y XUTTi, WO MakoTb CTilike MaTepiasibHe
cTaHoBulWe. AnA HUX Bax/iMBa camopeasiizaLis,
BOHW LWYKalTb POBOTY, y fAKil YacTKa KOHTPOSIO 3
60Ky KepiBHMKA 3BefeHa 10 MiHiMyMmy. Ix pekomeH-
OYyETbCA 3a0Xxo4yBaTy THy4YkMM rpachikom, gopat-
KOBUMW rOANHAMW BiMOUYMHKY, MOX/IMBICTIO y4yacTi
B KOH(DepeHLisX, BUCTaBKax, HOBMX mpoekTax. K
He AMBHO, ane 55% «B'A3HIB» — XIHKK, WO CTapLui
45 pokiB..

MucnvBui 3a noxsasiow (16%). Ana uiei rpynu
Hanbifblia noTpeba — BU3HaAHHA 3acnyr. BoHu npar-
HYTb 3aliHATL BUCOKE CoLiasibHe cTaHoBuule. MaTe-
pianibHe CTUMYOBaHHA Npautoe, ane He Mae BUpi-
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LWa/IbHOTO 3Ha4YeHHs. Y OBINbLIOCTI KONEKTUBIB — Le
yonosiku (54%).

IHiyjiaTopyn (8%) — BIAPI3HAKTLCSA HaGINbLINM
3a/10BOJIEHHAM Bif, po60TK i NOANBHICTIO A0 Po6OTO-
AaBus. BoHu no6nsTb CBOO pO6OTY i 04epXyHOTh Bif,
Hel 3aZ0BO/ieHHA. Kpalla Haropoga 4J/1 HUX — 0COo-
6/1MBWIA cTaTyc, PO3LIMPEHHS MOBHOBaXEHb, OTPU-
MaHHS Kepyroumx pyHKLUIi. Lle nepeBaxHO HONOBIKN —
68%, 3 aKnx 42% — monopwi 34 pokis.

TakMM 4YMHOM, npoaHanizyBaBLlUW Pi3HI NPUYMHMK
i MOTMBMW, MOXHa BUAINNTA Npo6emn, NoB'sA3aHi 3
MOTMBALE0 MpaLiBHUKIB. FK nokasye npakTuka,
OCTaHHIM Y4acom MaTepiasibHa MOTMUBALIA AyXe
4yacTo CMPUIMAETLCA CNIBPOBITHUKAMUN SK HANEXHe,
i BIACYTHICTb TUX UM X iHWINX MaTepiasibHUX CTUMY-
niB po3rnsagaetbcs SK MiHyc poboTtogasuto. Oco-
611MBO AKWO Ue KBanidpikoBaHi dhaxiBui, gediunt
AKUX BigUyBaETbCHA Ha PUHKY. | iIM BXe He AOoCUTb
O[HIET TiNbKN BMCOKOT 3apnsaTu i MOBHOro coujiasnb-
HOro naketa [1].

Takox a9 edeKTUBHOIO CTUMY/IHOBAHHA 3alli-
KaB/IeHOCTi NepcoHasny B NiABULLEHHI pe3y/bTaTuB-
HOCTi (DYHKUiOHYBaHHA MignpueMcTea Heob6XigHO
KoperyBatu cCUCTEMM MOTMBALii NepcoHany Ha
OCHOBI AuBepreHuii OCHOBHUX eTaniB kap'epu nep-
coHany (ta6n. 1).

Ha Hally AymKy, OCHOBHI eTanu Kap'epu npawis-
HViKa BapTO BpaxoByBaTu nig yac nobynosu epektms-
HOT cucTeMun MOTUBALiT NepcoHasy.

Etan kap'epy (K NpPOMDKOK 4vacy) He 3aBxau
MoB'A3aHUA 3 eTanoM NpPodIECIIHOTO  PO3BUTKY.
NognHa, Wwo 3HaxoAuTbCA Ha eTani NpocyBaHHS, Y
Mexax iHWOT npodpecii Moxe He GYyTW Lie BUCOKUM
npochecioHanoMm. Tomy Bax/IMBO PO3AiNATA eTan
Kap'epM — 4acoBuWil nepiog PO3BUTKY OCOBUCTOCTI
i hasu po3BUTKY npodpecioHana — nepioguM 0BOJSO-
[iHHA OiANbHICTIO BiANOBIAHO A0 dha3u po3BUTKY Npo-
hecioHana.

HenpaBunnbHO nobygoBaHa cucTemMa HemaTepi-
anbHOro CTUMYJIIOBAHHA MEePCOoHay B AEAKMX KOM-
naHisx, y TOMY 4ucfi He BNpoBakeHa cuctema
FHY4KOro rpadpiky pob6otu. B ymoBax BesiMkoro micta

i HECKIHYEHHUX MPOBOK Lie He MPOCTO 3pYYHO, Lie CTae
XUTTEBO HEOOXigHUM [1].

Mig yac nobygoBu CUCTEMM MOTMBAUIl 4acTo He
BPaxOBYKTbCSA iHAMBIAYa/bHI NpiOpUTETUN MH0AEeN, WO
Hanexarb [0 Pi3HUX TPYN HacesfeHHs, 3a1eXHOo Bif
BiKy, CTaTi, CTaTycy, XxapakTepy, Pi3HUX CUTyaL,il ToLo.

K. HedhepoBa BBaxae, L0 N0ACLKI NoTpebu poc-
TYTb Y FEOMETPUYHII Nporpecii, i ToMy iX HEMOX/TMBO
3a80B0/IbHUTYM Ha 100%. Hanpukiag, fKWOo B Hac
POCTYTb A0X0AW, TO i BUTPATK Pi3KO 30iMbLUYIOTLCS,
ajpke SIguHa B TaKoMy pasi baxae KynysaTtun cobi Ti
cami peuyi 3a BMLLOK LLIHOIO i 3 KpaLLLoo SAKICTHO [6].

Takox nNpo6semMor0 € 3BMKaHHA. Yepes peskuii
yac (BigniBpoky) nepcoHasn 3BMKAE [0 3a0X0YeHb
Ta Morpos, BOHW MNEPETBOPIOTLCA B LUOAEHHICTb.
To6TO 3rogom MexaHi3Mm MOTUBALi MOXe 3acTapiTy,
TOMY MOTPIGHO MOCTINHO CTEXUTU 3a MOro yA0CKO-
HaNIEHHSAM.

CborogHi roctpo cTtae npo6nemMa MANHHOCTI
KagpiB, ToOmMy po60TOoAaBLI0 B Cy4aCHUX YyMOBax
noTpibHa cuctema MoTmMBaLii, L0 He TiNIbkK 3Morna 6
3HalTK NpauiBHKKa, ane i ytpumaTtin horo.

Cepef maTepiajibHUX CTUMYNIB OCHOBHe Micue
3alimae 3apobiTHa nnata. BoHa BigbvBae sk BapTicTb
po60o40i cunm, Tak i LiHy Nocyru, Wwo Hajae Halima-
HWIi pOBGITHMK. Take po3yMiHHA NOABINHOCTI 3apobiT-
HOT nnaTu gae 3Mory AiiTM BUCHOBKY NPO TEHAEHLIO
BMPILLEHHA EKOHOMIYHOIO MpOoTMPIYYS  3apoBiTHOT
nnartu B ymMoBax Kpusu: il po3mip BU3HAYaETbCA AK
BMMOramu 3aKOHy BapTOCTi po60o4oi cnau, Tak i BUMO-
raMu 3akoHIiB PUHKY. ®YHKUi 3apniaTtv 3HaxomaTb
CBOE BijoGpaXxeHHs y hopmax i cuctemax 3apobiTHOT
nnatn. OAHOYaCHO HEeOOXiAHO LMpLIE BUKOPUCTOBY-
BaTW iHWI hopmMun 3apobiTHOT NNatK, LWo 6e3nocepea-
HbO 3aU/1eXaTb Bif SAKICHUX i KiJIbKICHUX pe3ynsraTiB
npawi KOHKPETHUX NPauiBHUKIB Ta TXHIX 0COOUCTUX
XapaKkTepuUCTUK.

BuUCHOBKM 3 NMpoBeAeHOro AociimkeHHA. Ha
Xalb, B OCTaHHI POKWN NOLLUMPEHHS Habyna Bunnarta
HeoqiLiiHOT, CXOBaHOI Bif ONOAATKOBYBaHHS 3apo-
6iTHOI nnatn. CuTyauis, Wo cknanacsa y cdepi opra-
Hi3awii 3apo6iTHOT NaaTu, CBIAYMTL NPO HEOOXIAHICTb

Tabnuus 1
OCHOBHI eTanu Kap'epu
Ne ETan Kap'epu BIKO_BVIVI KopoTka OcoﬁanoETl
nepiog XapakTepucTuka MoTUBaLLT
MigroToBka A0 Tpy4oBOT
1 |[MNonepepHiin o 25 pokis AiSNbHOCTI, BMGIp Hanpsamy Besneka, coujasibHe BU3HAHHS
LisANbHOCTI
. OCBOEHHS1 pO60TU, PO3BUTOK CouianibHe BU3HAHHSA
2 TaHOB/NEHHA KiB i ! - '
Craosne Ao 30 po NpogreciiHNX HaBNYOK He3as1IeXHICTb
. o CoujasibHe BU3HaHHSA
3 |MpocyBaHHsA 0 45 pokis MpodpecinHnin PO3BUTOK P '
pocy A P poc P camopeanisalis
4 3aBepLuasnibHWiA eTan, Micns 60 pokia MigrotoBka [0 BMXOAY Ha MiaTprmMka couiasibHOro
NiZAroToBKa B/1ACHOT 3MiHU P NEeHCIto, NOLYK | HaBYaHHSA BU3HAHHSA
AV . . 3aHATTA iHWYMK BU4aMU ikaBNATb IHWI Mkepena
5 | MeHcinHWniA Micna 65 pokis . . A . . AKEP
AifANbHOCTI foxogis
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HacTynHoro pedopMyBaHHA cuUCTeMu MOTUBALLT
npaui 3 ypaxyBaHHSIM Cy4acHUX TEHAEHLA.

TakoX Ha BMpPOBaKEHHS eIEKTUBHOI CUCTEMU
MOTMBALT BNAMBaOThL Taki Npobaemu, Ak HefoCcTaTHSA
KiNbKIiCTb iHpopMaL,i, BU3HAYEHHS TOro, K MOTMBa-
Lis npaLiBHWKIB BMN/MBaE Ha NiABULLEHHA KOHKYPEH-
TO34aTHOCTI MiANPUEMCTBA; OOCUTb HW3bKa 3aLikas-
NEHICTb KepiBHUKIB Y CTUMY/IHOBaHHI MpaviBHUKIB;
HeraTuBHi BMN/IMBW 30BHILLIHLOIO CcepefoBulla Ha
(hopMyBaHHS MOTMBALiAHOT NOAITUKMA NPaLiBHUKIB.

Came Ha OCHOBI COLja/IbHO-EKOHOMIYHMX MOKa3-
HVKIB Cy4acHOro CTaHy KpaiHM MOXHa AjiATh BUCHO-
BKY NPO KpW3y cucTemn mMoTusauii npadi. Lie Bu3Ha-
YaETLCA He TiNbKU HU3bKMM MOKA3HWKOM peasibHOI
3apob6iTHOT NNaTun, He3BaxKarouy Ha OqiLiiiHI gaHi, Wo
MoKasyTb 1T PiCT, asie i 3MIHOK LLiHHICHUX OpIEHTUPIB
y cuctemMi MOTMBIB 10 NpaLli, a oTXxe, XojHa i3 cyyac-
HUX CUCTEM MOTMBALLT HE MOXe BGyTK 3acTOCOBaHa B
YKpaiHi B unctomy Burnsii.

Lli npobnemn B3aemo3asiexHi, 3 HUX BUMINBAE
HM3Ka iHWWX Npo6eM, WO YCKIa4HIoITbL KepyBaHHSA
NMepcoHaIoM i 3HVXYHOTb NPOAYKTUBHICTb npaw;.

MoyaTKkoBOK NPO6GIEMOD MOTUBAL NpaLiBHAUKIB
Ha [eskux nignpuemcTBax YkpaiHu € Te, wo B 90%
BUnNazkax Ao 15% npauiBHUKIB HE MOXYTb He TiSIbKn
OLiHNTM piBEHb PO3BUTKY MOTUBALil, ane i HaBiTb
He 3HaloTb, Y/ € Ha TXHbOMY NiANPUEMCTBI cucTema
MoTMBaLl. 34e6i1bLWOoro Po3BUTOK OYHKLT MOTMBALT
3AiNCHIOETLCA 63 BUKOPUCTaHHSA HayKOBMX Nigxoais,
IHTYITMBHO, Ha OCHOBI B/TACHOTO A0CBIAY | YaCTKOBO —
3HaHb AACLKOT NCUXONOTiT.

OTXe, BMXO4A4YM 3 MpobreM MoTuBauil npauj,
MOXeMO 3anpornoHyBaTV Ha NofasblUnA PO3rnsag
Oesiki mopaaun, Wo, Ha Hawy AyMKY, MOXYTb Moo6y-
AyBatn eddeKTUBHY CUCTeMY MOTMBaLi nepcoHany,
AKa 6ye BUrifHa AK npauiBHYKY, Tak i poboTogasLo
B CyyacHMX ymMoBax pWHKY npaui. Kpim marepianb-
HUX CTUMYNIB, Y CUCTEMY MOTMBaLil BapToO BK/IIO-
UNTU TaKOX MEeXaHi3M 3a[0BOJMIEHHS EeMOLiHNX
noTpe6: nosary, BU3HaHHS, CTaTyc, KOMOPT TOLLO.
Lla nponosuuis He € HOBO, ane MU BBaXaeEMo, L0,
06'egHaBLUN Ui MeXaHi3Mu, MOXHa ofepxartn ediek-
TUBHY, HaNarofxeHy cuctemy motmsaii npad,.

BapTo TakoX 3p03yMmiTH, L0 Ha KOXXHOMY KOHKpET-
HOMY MiANPUEMCTBI NOBUHHA ByTK CBOA cneuudivuHa
cucTemMa MoTuBaUil, y Skil 61 BpaxoByBasIMCA BCi
0CO6MMBOCTI AiANBHOCTI NiANPUEMCTBA.

Coujonorn BBaxawTb, L0 HeOOXigHO Ai3HaBa-
TMCA NPO O4iKyBaHHSA NepcoHasly Bifg CBOEI po6OTH.
Y UbOMY NUTaHHI ONMOMOXE aHKETYBaHHS, 3a pe3sy/b-
TaraMu SIKOro MOXHa CKNacTu «MEeHI HemaTtepiasib-
HUX CTUMYNIB», WO Nig, cuiy KoMmnaHii. YBefeHHs
TakMx «MeH» — npoueaypa TpyaoMmicTka, ane BoHa
TOro BapTa, TOMY LWO Yy CniBpo6iTHMKIB Byae CTUMYN
po3BMBATUCA, HE3BaXaluu Ha CBOIX Koner. Mg yac
NMepCcoHa/IbHOr0 MOTMBYBAHHA MpauiBHMKa BapTo
BpaxyBaTu CTaX po60TU B KOMMaHii, CTyniHb MOro
3HAYYLLOCTI, [OCATHEHHS. Y «30/10TOMY (POHAi»
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3aCTOCYEMO «MNPUHLMN KadieTepito», Konn cnispoobit-
HUK Ma€e MOX/MBICTb camMOCTIiHO nigiépaTtn npusinel
3 MNPOMNOHOBAHOIO «MEHI0». HasiBHICTb MoTUBALLiA-
HUX NakKeTiB (HaBiTb HEMaTepiasIbHOIO XapakTepy) He
TiNbKM facTb 3MOry yTpumartu criBpobiTHUKIB, ane i
CTaHe BU3HAYEHMM MJIOCOM 3 MOrNS4y 3a/lyYeHHS B
KOMMNaHito BUCOKOMPOdIECiiHMX KaapiB.

3ayBaxyemo, WO 6arato cyvyacHUX YYEHUX CXU-
NAKTLCA A0 HemarepiasibHOI MOTMBALLl, YCI MeHLLy
posib MPUAINIAKYN FpoLaM AK CTUMYNY 00 edDeKTUB-
HoT po60oTu. Ha Haly oymKy, Lie Moxe 6yTu nos'a3aHe
3i 3MiHOK K/liMaTy Ha pPUHKY npaui i y cdiepi coui-
&IbHO-TPYA0BMX BIAHOCKMH Y Cy4acHWX YMOBax pos-
BUTKY €KOHOMikM. Afie BCe-Taku He3MiHHe Te, W0
3a/IMwaeTbCca npobnema nNobyaoBu Ha NiANPUEMCTBI
e)eKTUBHOT cUCTEMU MOTMBALLiT NepcoHany, LWo npu-
3Ha4yeHa /1 3a40BOJIEHHS NOTPE6 SK MpaviBHUKA,
Tak i poborogaBud. Y cydyacHUX yMOBax PO3BUTKY
pUHKY npaui ua cuctema nosmHHa 6Ga3yBaTucsa Ha
iHAMBIAyanbHMUX NoTpebax KOXHOro npauiBHuka, Wwo
3asiexarb Bif TUMy NOro xapakTepy, BiKy, CTaTi, KBaJli-
doikauii, pi3HNX cMTyauiil TOWO; B3aEMO3B'A3KY MaTe-
piaslbHUX | HeEmMaTepiasibHUX CTUMYNIB; cuTyauil Ha
PUHKY NpaLi B Haw yac Towo. 3a npasuibHOI Noby-
[OBU MOTMBAUIHOT cucTeEMM Ha 6yab-skiM nignpu-
EMCTBI MOXHa 4YeKaTu BUPILLEHHSA HWU3KU npobrnem,
NnoB'A3aHUX 3 eIeKTVBHICTIO po6oTN nepcoHasy, a
TakoX NigBULLIEHHA pe3y/ibTaTiB AiSNIbHOCTI camoro
nignpuemcraa.
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IMPROVING THE MOTIVATION SYSTEM OF A MODERN ENTERPRISE TO MEET INDIVIDUAL NEEDS

Formulating the goals of the article. In modern conditions there is an effective system of staff motivation.
It can encourage the employee to effectively and efficiently perform their work. It also contributes to the align-
ment of the employee’s personal goals, the goals of the divisions and senior management; solve problems with
staff turnover and significantly reduce the cost of searching, recruiting and adapting personnel. An effective
system of motivation helps as well as retains highly qualified personnel, etc., can lead to an increase in the
productive activity of the organization.

Methodology. The study is based on personnel data collected from various sources, including statistics,
legislation and internal documentation of enterprises. When writing the article, the following scientific meth-
ods were used: description, synthesis, analysis, abstraction. Many scientists have been studying the issues
of labor motivation, but the problem of constructing a motivational system for organizing it specifically for the
individual needs and motives of a particular employee was not sufficiently disclosed.

Results. The article deals with the classification of modern systems of motivation. A grouping of personnel
was carried out according to various criteria. For these groups suggested the main motivators. The staff of
the organizations was considered and six basic types of staff needs were identified. Motivational factors for
different groups of personnel are considered. Analyzed the main stages of a business career. For each stage
of the career offered motivational schemes. Considered material and intangible motivation. Material motivation
is often taken for granted by employees and the absence of these or other material incentives is considered
as a negative factor.

Practical implications. The practical significance of the work is to use the results of the study of problems
of building a system of motivation and the implementation in practice of recommended methods to increase the
interest of employees in the results of their activities. Among the material incentives leading place is wages.
The introduction of an effective motivation system is influenced by the following factors: an insufficient amount
of information, low interest of lower-level managers in stimulating workers; negative effects of the external
environment on the formation of motivational policies of workers. There has been a change in value orienta-
tions in the system of motives to work. Consequently, none of the modern motivation systems can be applied
in Ukraine in its pure form. This complicates personnel management and reduces productivity. A number of
measures to improve the staff motivation system have been proposed.

Value (originality). The problem of addiction to motivation is defined. After some time, the staff gets used
to the promotions and threats. Therefore, we must constantly monitor its improvement. Today, there is an acute
problem of staff turnover, so an employer in modern conditions needs a motivation system, not only able to find
an employee, but also to keep him.
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