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INNOVATIVE METHODS OF STAFF MOTIVATION

One of the key tasks of management is to ensure a high level of motivation of
employees in the course of performing their duties. To achieve this goal, managers of all
levels must effectively use various elements of a complex motivation system, which
includes the needs and values of employees, tangible and intangible incentives, indicators

and criteria for assessing motivation. In today's environment, it is important for domestic
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enterprises to implement such methods of staff motivation that, even in situations of
limited resources, will ensure the achievement of the company's strategic goals.

An analysis of foreign experience in motivating staff suggests that economically
developed countries widely use modern approaches to the formation and implementation
of innovative methods of employee motivation. However, as practice shows, these
methods are not yet widespread in Ukraine. An impressive remark is made by O.
Bodaretska [2, p. 13], who notes that the staff motivation systems that are currently used
in France, Germany, the USA, Japan, the UK and other economically developed countries
were formed in conditions similar to those currently observed in Ukraine (deep economic
crisis, high inflation, declining demand, falling GDP, etc.).

The experience of economically developed countries shows that the market
situation should be the main reference point for improving existing methods of staff
motivation. Various motivational tools have been developed and are being effectively
used in the areas of financial and non-financial incentives, examples of which are shown
in Table 1.

Table 1

Examples of application of certain methods of staff motivation in foreign business

Method titles Summary of methods

Material methods

Pay for Performance The use of various forms of remuneration, as well as
differentiation of its level depending on individual or group differences in the performance
of job duties.

Participation in profits  These methods provide that employees receive a portion
of the company's profit earned over a certain period of time.

Participation in property Employees receive so-called ‘in-kind’ money in the form
of shares or rights to acquire them free of charge or on favourable terms, in accordance

with the decisions of the Board of Directors.
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Grade system of remuneration The technology for evaluating positions and
remuneration is based on differentiating remuneration depending on the importance of the
position for the enterprise. It is based on a detailed description of positions, determination
of their value to the enterprise and creation of grades based on this assessment. As a result,
inter-qualification salary ratios are established for each grade.

Labour KPI systems Motivation methods based on the formation of
quantifiable indicators for employees are aimed at achieving the strategic and tactical
goals of the enterprise. In this context, KPIs (key performance indicators) are a tool that
allows assessing the level of achievement of goals and the efficiency of performing tasks.

Intangible methods

Motivation with free timeAn intangible motivational technology that provides
employees with additional opportunities to manage their time. This can include shorter
working hours, additional days off, and the ability to perform work tasks outside the
office, and flexible working hours, which helps to increase satisfaction.

Opportunities for career growth The motivation technology aimed at attracting
ambitious leaders is to create conditions for leadership development and career growth.

Corporate competitions Motivational  methods that  highlight  special
achievements in work and contribute to increasing the productivity and efficiency of
personnel include the introduction of a system of competitions and awards to recognise
significant employee success. Such competitions may include nominations for the titles
of Best New Employee, Best Division of the Year, Best Employee of the Year, Best
Innovator, Best Business Line, and others, which encourage employees to achieve high
results and competitiveness, increase their engagement and motivate them to achieve new
heights in their professional activities.

Source: compiled on the basis of [1; 2]

A study of the theoretical and practical aspects of using innovative methods of staff

motivation in different countries shows that their effectiveness is largely determined by
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cultural traditions, religious beliefs, mentality and other socio-cultural factors. The
experience of Japan is particularly interesting, where employees are so loyal to their
companies that they are willing to limit their free time or leave for the benefit of the
organisation. Such loyalty, together with the widespread system of lifetime employment,
Is becoming a major motivating factor for employees of Japanese companies.

One of the most common innovative methods of motivation in Western business is
the KPI system mentioned earlier. The study of theory and practice shows that key
performance indicators contribute to a more precise understanding of what specific steps
need to be taken to ensure the effective operation of enterprises. In large Western
companies, where motivational processes are clearly structured and formalised, the KPI
system allows each employee to understand what achievements they can be rewarded for
and how much they can be rewarded for. Under this system, each employee has clearly
defined personal tasks and deadlines for their completion, which allows the company to
effectively monitor their performance. Other important advantages of this system include:
clear criteria for evaluating the performance of tasks, transparency of competence
assessment, clarity of career prospects, increased motivation to succeed in training, a sense
of significance of one's work, and a clear orientation towards forward or backward
movement.

The analysis of theoretical and practical aspects allows us to conclude that there are
a number of problems in the field of formation and application of innovative methods of
staff motivation at enterprises of economically developed countries. In Western Europe,
there is an increase in anxiety and fear about material rewards, dissatisfaction with
individual and professional development, and an imbalance between personal life and
work. At the same time, research results show that favourable relations with management
and a positive team atmosphere are important motivational factors at enterprises in
developed European countries. Analysts point out that innovative methods of staff

motivation are being implemented and improved primarily in countries that have
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overcome the crisis, such as the UK, Germany, Belgium and Sweden. Employees in these
countries are more likely to give a positive assessment of motivational processes than their
colleagues in Southern Europe.

When analysing the use of innovative methods of staff motivation at domestic
enterprises, it should be noted that, despite the outdated approaches, fixed tariff rates and
official salaries are still widely used in Ukraine. Instead, non-material motivation methods
are rarely used and often without a clear systematisation.

The state of implementation of innovative methods of staff motivation at Ukrainian
enterprises remains insufficient, especially in terms of creating a sense of satisfaction from
labour activity among employees. One of the key problems of the domestic HR
management system at enterprises is that until recently, the absence of full-fledged HR
departments was a common practice. In the management structure of enterprises, HR
departments traditionally performed the functions of interaction with personnel, whose
activities were usually limited to purely administrative tasks, such as maintaining
personnel records, keeping employment records, processing personal files, etc. In contrast,
the experience of companies in developed economies shows that it is advisable to establish
an HR department at the initial stages of a company's formation.

In the context of considering the peculiarities of implementing innovative methods
of staff motivation, it is worth paying attention to the experience of Western companies
that are already operating in the domestic market or are just entering it. In most of these
companies, HR processes are characterised by a high degree of formalisation, including
motivational management, and are built in accordance with international standards and
practices. As a result, the main approaches to HR management, including motivation, do
not require significant changes. As a rule, these mechanisms are only partially adapted to
local peculiarities, such as the cultural environment, specifics of national legislation,

regional market conditions and mental differences.
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Depending on their individual needs and personal priorities, employees can choose
their own benefits package, choosing from a range of options such as fitness centre
memberships, funding for children’s education, insurance policies or covering leisure and
recreation expenses. This approach helps to increase staff engagement.

At the same time, a special place in corporate governance practice is occupied by
the system of motivation of senior management. As noted in the relevant studies, incentive
trips are actively used for top management - business trips specially organised by the
company that combine professional communication and incentives. Such events, which
are mostly international in nature and are held once or several times a year, perform a
number of important functions: summarising the implementation of strategic goals,
sharing management experience, strengthening horizontal ties between managers, and
developing or updating plans for further development of the enterprise.

Analysing the current situation in Ukraine, we can clearly conclude that managers
of enterprises in this sector are forced to operate in the context of an economic and
managerial crisis. Such circumstances have a direct impact on the development and
implementation of innovative methods of staff motivation. Given the complexity of the
current economic situation, the processes of implementing the latest solutions are
significantly more complicated and slowed down, which limits the possibilities for
optimising and modernising the motivation system.
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