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DIRECTIONS FOR OPTIMIZING ENTERPRISE MANAGEMENT BY
PERSONNEL MOTIVATING

JI. O. lawymina,

K. e. H, 00YeHm, 00YeHm Kageopu MeHeOIcMeHmy imeHi npogecopa
JILI. Muxatinoeoi, Cymcokuii HQYIOHAILHUN A2PapHull yHigepcumem
Lrcowya Jlinyc baka,
acnipanm xagheopu menedxrcmenmy imeni npogecopa J1.1. Muxaiinosoi,

CymcoKuu HayioHAIbHUU a2papHuul yYHieepcumem

HAIIPSAIMU ONTUMIBALIL YIIPABJIHHS OIJJIPUEMCTBOM
HIJIIXOM MOTUBAIIIL IEPCOHAJTY



This article explores the critical significance of motivation systems in
enhancing the management of enterprises. Motivation, as a driving force
influencing individual behavior and performance within organizations, holds
substantial importance for achieving sustained success. The vital problems
addressed include talent retention challenges in a competitive job market, the
connection between employee motivation and organizational performance. In
addition, the article examines the need for motivation strategies that can
accommodate the varied potentials of a modern and diverse workforce. By
thoroughly examining these issues, organizations can gain insights into designing
and implementing effective motivation systems, thereby fostering a work
environment conducive to both individual and organizational achievement.

Moreover, the ever-evolving nature of the business environment presents
new challenges that necessitate flexibility and resilience from both employees and
management. This gave the room of the exploration of how motivation systems can
be lively and responsive to changes, enabling enterprises to direct uncertainties
and take advantage on emerging opportunities. The task lies in identifying
motivation strategies that are not only effective in the short term but also
sustainable in the face of evolving market trends, technological advancements, and
global economic shifts. Therefore, the next component outlined by the authors in
the article is the study of the relevance of motivation systems. The relevance of
motivation systems in benefiting the management of an enterprise is a multifaceted
issue that necessitates careful examination. Addressing the challenges associated
with talent retention, by researching into these challenges, enterprises can gain
valuable enlightenment into the plan and implementation of effective motivation
systems, ultimately contributing to the achievement and sustainability of the
organization.

So, in the course of research, the authors found out that the development of
motivation systems allows the management to create a favorable atmosphere in the
workplace, increase the level of employee satisfaction, which, in turn, helps the

enterprise to achieve strategic organizational goals. And motivated employees, in



turn, are characterized by loyalty, high morale, which increases their commitment

to the organization's values and goals.

YV yiti cmammi docnioxcyemubca Kpumuyne 3SHa4eHHs cucmem MOmueayii Ois
NOKpaweHHs: YnpaeninHsa nionpuemcmeamu. Momuseayis, ax pywiina cuia, uo
BNJIUBAE HA THOUBIOYANILHY NOBEOIHKY Md pe3ylbmamu OiNbHOCMI OpeaHizayil,
Ma€ BenuKke 3HAYeHHs Oai 00cCseHeHHs cmitikozo ycnixy. Ceped cummeso
BAJICTIUBUX NPOOTIeM, SAKI pO32Ns0AI0MbCsl, - NPOOIeMU YMPUMAHHA MALAHMI8 HA
KOHKYDEHMHOMY PUHKY Npayi, 36'30K MIdC MOMUBAYIEID Npayi6HUKI6 ma
epexkmusnicmio opeanizayii. Kpim moeo, y cmammi posensioacmuvcsa nompeba 6
MOMUBAYIUHUX CMpameziax, 30amHux 6paxyeamu pi3HOMAHIMHI HOmMeHYianu
cywacHoi ma pisHOMauimuoi pooowoi cunu. PemenvHo eusuuewiu yi numarms,
opeauizayii MoX*Cymov Ompumamu YsaeleHHs Npo pPO3POOKY Md BHPOBAONCEHHS.
ehekmusHux cucmem MOmMuBayii, MUM Camum CHPUSIOUU CMBOPEHHIO pPOOOY020
cepedosuya, CNpUSMIUB020 OJisl IHOUBIOVATbHUX MA OP2AHIZAYIUHUX O0CSCHEHD.

binvwe moeo, 6isnec-cepedosuwge, wo NOCMIHO 3MIHIOEMbCS, CMABUMb
HOBI BUKIUKU, SIKI BUMAAIOMb SHYYKOCII Ma CIMIUKOCMI K 810 NpayieHuKie, max i
8i0 kepisHuymea. lLle oOae npocmip 018 O0O0CHIONCEHHs MO20, K CUCMEMU
Momueayii ModxCymo Oymu JHCUBUMU mMA peazysamu HaA 3MIHU, 00360JIAI0YU
RIONPUEMCIMBAM CHPAMOBYBAMU HEBUSHAYEHOCMI Ma GUKOPUCMOBYBAMU HOBI
Modcusocmi. 3a80aHHs NOAA2AE Y BUSHAUEHHI cmpameziti Momueayii, siKi 0y0ymas
He Juue epheKkmusHuUMU 8 KOPOMKOCMPOKOSIll NepcneKmusi, ane t CMmilKumMu 6
YMOBAX MIHIUBUX PUHKOBUX MEHOEHYIll, MEeXHOJI02IYHO020 npozpecy ma 2100anbHux
EKOHOMIYHUX 3pyuleHb.  Tomy HAcCmMynHoOl CKIA008010, WO OKPECIOEMbCS
asmopamu y cmammi, € OO0CHIONCeHHS DeNleGaHMHOCMI cucmem MOMuUBayii.
Penesanmuicmo  cucmem  momusayii 6  YnNpaeniHHi  NIONPUEMCMBOM €
OazamozpaHHumM NUMAHHAM, 5IKe nompebye pemenbHo20 8usdenHs. Jlocnioxcyroyu
npoonemu, n08'a3ami 3 YMPUMAHHAM MANAHMIG, NIONPUEMCMBA  MOJCYMb
ompumamu YiHHy IHopmMayito 018 NIAHY8AHHS MA 8NPOBAONCEHHS eDEeKMUBHUX

cucmem momugayii, Wo 8 KiHYeBoMYy NiOCYMKY CHpusmume OOCACHEeHHI0 Mmda



cmitikocmi opeanizayii. Omoice, 8 X00i 00CNI0NCEHb a8mMopamu 3 ’1CO8AHO, U0
PpO3pobKa cucmem MOMuUBayii 00360JI51€ KePIBHUYMBY DopMysamu CRpUSMIUGY
ammocgepy Ha pobouyomy Mmicyi, RnIOBUWYEAMU  PiBEHb  3A0080JIEHOCHLE
NpayieHuKie, w0, y CB0K uepay, O0O0NOMa2ac NIONPUEMCME)  00csA2amu
cmpameziynux opeaizayiunux yineu. A momueoeami npayiéHUKU, 8 C80I0 4epey,
Xapakxmepuzyomscs J10SANbHICIIO, 8UCOKUM MOPATbHUM OYXOM, WO NIOBUULYE IXHIO

gi00anicmo YIHHOCMAM MaA YLIAM Op2aHizayii.
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MepCOHAIOM, PO3BUTOK nepcoHany, HR-MeHepxkMeHT, MOTUBAIlis, YCIIIITHICTD.

Statement of the problem: In the complex terrain of modern business, the
effective management of enterprises is a multifaceted challenge that requires a
comprehensive understanding of various organizational elements. One vital
characteristic that significantly impacts the success of an enterprise is the
motivation system in place. Motivation, defined as either internal and external
factors that drive individuals or organization to achieve their organizational goals,
and this plays a significant role in shaping the behavior, performance, and
satisfaction of employees within an enterprise. Notwithstanding its recognized
importance, the relevance of motivation systems and their impact on enterprise
management remains a question that warrants careful examination.

One of the main challenges confronted by enterprises today is the retention
and employment of talented individuals. In a period of time where competition for
skilled professionals is intense, organizations need to create an environment that
not only appeals top talent but also nurtures their commitment and productivity.

The question arises: How can motivation systems be strategically planned to



address the unique needs and expectations of employees, thereby contributing to
effective enterprise management.

Analysis of recent studies and publications. One of the foremost challenges
faced by enterprises is the attraction and retention of skilled and motivated
employees. Meyer and Allen's (1991) seminal work on the three-component model
of organizational commitment emphasizes the importance of affective commitment
is closely linked to a person's sense of emotional connection and affiliation with
the organization. Motivation systems that foster a sense of belonging, purpose, and
professional growth have been identified as crucial factors in reducing turnover
intentions (Eisenberger et al., 2001; Maertz et al., 2007). Organizations that invest
in inclusive motivation strategies are better positioned to retain top talent, ensuring
stability and continuity in their workforce. Research by Cox and Blake (1991)
introduced the concept of diversity management, emphasizing the importance of
creating an inclusive work environment. Motivation systems that recognize and
accommodate diverse needs contribute to employee satisfaction and engagement
(Cox, 1994; Shore et al., 2009).

Identification of unexplored parts of the overall problem. Tailoring
motivation strategies to address the distinct requirements of a diverse workforce
develops a culture of equity and inclusivity, positively impacting organizational
performance.

The purpose of the article. The objective of this article is to examine real-
world case studies, assess different motivational theories and models, and offer
insights into the strategic role that motivation systems play in promoting a healthy
corporate culture.

Summary of the main material. Motivation is essentially the process of
stimulating people to act. It is the process of stimulating the employees in an
organization to carry out specified tasks in order to fulfil the organizational goals.
At the center of this idea, three major sub-concepts. These include the Motive, the

Motivation, and the Motivator. The motive explains the inner state of mind that



introduce and regulate attitude towards organizational goals. They correspond
directly to the necessities of people [1].

The motivation this is the process of stimulating actions or activities by
comprehending the needs of employees and by optimizing their motives.

The motivator is the person with the ability to stimulate and maximize the
chance to motivate by using monetary or non-monetary concept of motivation such
as pay bonuses, promotion, paid holidays etc. Motivation performs a very crucial
role in an organization, profit, or non-profit. The organizational process of
direction is determined mainly by the method of motivation as it forms within the
employee’s mind to desire to function in the path determined by the organizational
manager. To understand the relevance of motivation system in an enterprise, it is
imperative review the history of the Maslow's Hierarchy of Needs theory [2].
Human behavior is goal-oriented, and this behavior is driven by motivation. A
person who is motivated is better able to recognize and consciously address their
requirements. The need hierarchy model is the most effective method for
comprehending the influences of the elements influencing human motivation.
Based on the notion that there is a hierarchy of five needs in human existence,
Abraham Maslow developed the hierarchy of needs hypothesis in 1943. Individual
differences may exist in the significance and urgency [3].

According to the idea, wants are categorized into five groups so that people
may comprehend their significance and applicability.

ePhysiological Needs: Physiological needs are those that are necessary for

human existence and upkeep. These are seen as necessities or comforts, such

clothing, food, shelter, water, and air.

eSafety Needs: A person's safety needs are those requirements that make

them feel safe and secure. These demands might include protection of life

and family as well as emotional and physical safety as well as environmental
safety.

eSocial Needs: Humans are regarded to as social creatures because of their

need for love and affection. Family and friends' support is always necessary.



eEsteem Needs: Esteem needs are determined by two things. Both internal
and external esteem requirements are possible. Confidence, independence,
self-respect, etc. are necessary for internal esteem. Attention, approval,
authority, etc. are necessary for external regard.
eNeeds for Self-Actualization: These needs include an impulse to live up to
your own expectations of yourself. This desire is mostly focused on an
individual's development and achievement. These are the kind of wants that
will never go away. There will never be a sense of these kinds of
requirements being fully met because an individual's confidence in oneself
grows with increasing knowledge.

According to this concept, Maslow contends that although human wants are
basic sources of drive, they are still unfulfilled. He has separated the
aforementioned requirements into two groups. The two types of requirements are
lower-order and higher-order. Since they may be met outside, physiological and
safety demands are lower-order wants. Since the other three wants—social, esteem,
and self-actualization—can only be met on an internal level, they are categorized
as higher-order needs. In order to foster motivation, it is critical for employers and
organizations to attend to the lower-order demands of their workforce [4].

In view if the above, there are as it were the following are some
ramifications of Maslow's Hierarchy of demands Theory for employers:

eEmployees should be given periodic meal breaks and be compensated

enough to fulfill their physiological demands.

eThe feeling of safety, security, and protection is something that an

employer must provide for their employees. Offering insurance coverage,

retirement benefits, and work stability are a few examples.

elt is important for a company to guarantee that its employees receive

promotions that encourage teamwork and to plan social gatherings that allow

employee members to get to know one another better.

eEmployers must make sure that employees are valued for their

contributions and that commendable work is acknowledged. A ceremony to



present awards may be conducted to honour and recognize the employees'

contributions. Opportunities for advancement or progress must to be

considered as well.

An employer must make sure employees have the chance to advance in the
company by taking on greater responsibility and developing their skills [5].

Furthermore, just like every theory has an arguable limitations and debatable
positions, here are a few limitations of hierarchy of needs theory:

« The theory is predicated on the idea that every person has the same wants,
and that every person has the same motivational elements. Every person is
motivated by their greatest unmet need, which may or may not be unique to
them.

« The theory does not apply to all professions or professionals; it is not
experimentally validated, and
We cannot apply the same theory to every employee in an organization. In

the event that an artist's physiological requirements are not satisfied, the artist
would still strive for recognition.
Motivation is crucial for a company since it offers the following advantages:

» Realizes the potential of human resources.
For every organization to achieve its objectives, it needs people, financial, and
physical resources. It is through motivation that the full potential of human
resources may be realized. Employee capability and desire to work can be
increased to achieve this. This will assist the business in obtaining the most
efficient use of its resources [6].

= Increases the degree of worker efficiency.
A subordinate’s or employee's status is determined by more than just his
credentials and skills. In order to optimize one's job performance, it is necessary to
close the willingness and ability gap, which also raises the performance level of
subordinates. This will improve overall efficiency, lower operating costs, and
increase output.

= Encourages the accomplishment of organizational objectives.



When there is a cooperative work environment, people perform with purpose and
are goal-directed, the firm may achieve its aims. If coordination and cooperation
occur at the same time, goals may be accomplished. Coordination and cooperation
can be successfully accomplished through motivation.
= Establishing a cordial working rapport.

Employee happiness is largely influenced by motivation. This may be achieved by
considering and creating an incentive program that benefits the staff [7]. This
might set off the subsequent events: Employee advancement possibilities,
monetary and non-monetary incentives, and disincentives for ineffective workers
[8].

A manager should take the aforementioned actions to create a welcoming

and amicable environment in a concern. This might be beneficial for:

o Cooperation that is effective and promotes stability.

o Employee dissatisfaction and industrial disputes will decline.

o Employees will be able to adjust to changes without opposition.

o This would facilitate the provision of a seamless and sound concern
whereby personal interests align with those of the company.

o As a consequence, profit will be maximized through higher
production.

= Productivity of labour force.

From the perspective of a company's goodwill and reputation, personnel
stability is crucial [9]. Only when workers feel that they are part of the
management team will they be able to stay faithful to the company. Employees and
employers alike will always benefit from each other's abilities and productivity.
This will result in a positive public perception in the marketplace, drawing in
qualified and capable individuals [10]. According to the proverb "Old is gold,"
which is sufficient for motivation in this case, the older a person is, the more
experience they have, and the more they have adjusted to a problem that may help
the business [11].



Conclusions and suggestions. In developing in motivation systems,
management can build a friendly work environment, enhance employee
satisfaction, and in the end, this will propel the enterprise towards achieving its
strategic organization goals. As industries evolve, understanding and leveraging
the influence of motivation systems will remain a key factor of effective and
sustainable management practices [12]. A well-motivated workforce is loyal and
has developed levels of morale, becoming more committed to the values of the
organization and its goals.
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