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B 2014-2016GT. npou30IuI0 yBEIUYCHHE 0K PUOBLIBHBIX TPEANPUATHI B MpoMbiiuieHHocTH ¢ 63,310 72,8 %,
onuako B 2015r. ux mons cocrasimsma 72,9 %,a B 2016r. — 72,8 %HT0 CBHACTENBCTBYET O TCHACHIIMH YMEHBIICHUS.
B MaImHOCTpOCHHUH 10JIs IPUObUTbHBIX npeanpustuii 3a 2014—2016 . BrIie, 10 CPAaBHEHHUIO C MPOMBIIUICHHOCTBIO.

Jlons MalIMHOCTPOCHUS B MPOMBIIIICHHOCTH YKpauHbl cocTaBinser 16,96 % 2014r., 16,86 % —8 2015r.,
17,09 % -8 2016r. Takum 00pa30oM, COCTOSHHE OTCUCCTBEHHBIX MAIIMHOCTPOUTEIIBHBIX MPEAIPUATHIA 10 PE3yJbTaTaM KX
JIESITENIbHOCTA U OOLIMMH TEHICHUMSIMUA MPU3HAHO YIOBIETBOPHUTENBHBIM, YTO OYAET COCOOCTBOBATH BHEAPEHHUIO
COILMAJIbHOM OTBETCTBEHHOCTH NIPEANPUATHM.

ManmHOCTpOUTENbHBIE TPEANPUATHS B YKPAUHE TOJIBKO HAYMHAIOT BHEAPSTH MPUHIMIIBI COLUAIBHOM OTBETCTBEHHOCTH
OusHeca, cpela UX (QYHKIIMOHUPOBAHHS SIBISETCS TOTOBBIM K HX pacmnpocTtpaHenuio. OIHAKO BBICOKHH YpOBEHBb
TOTOBHOCTUA K KOPIIOPATHBHOM COIMAIBLHON OTBETCTBEHHOCTH HAONIONACTCS B MHUIIEBOW M arpapHON MPOMBIILIEHHOCTH,
NPEANPUATHS CBSI3H, c(hepe YCIyT.

KiwueBble €j10Ba: COIMANbHAsT OTBETCTBEHHOCTb, MPEANpPUATHE, OU3HEC, OIEHKA, MHIEKC MPOMBIIUICHHOTO
MPOM3BOJICTBA, COIMANIBHBII OTUET.

Oksana Polinkevych. Head of the Department of Ecomoics, Security and Innovation of the Enterprise of
the Lesia Ukrainka Eastern European National Univesity. Assessment of readiness of machine-building
enterprises for introduction of social responsipitif business in Ukraine.

The index of industrial production in machine birilgi of Ukraine, the share of sold production of hedcal
engineering in industrial products (goods, seryiggthout VAT and excises, the share of profitabigerprises of machine
building in Ukraine. The companies are grouped/pg bf economic activity, which comprise socialpin Ukraine.

The purpose of the work is to assess the readafesschine-building enterprises to introduce sasaponsibility of
business in Ukraine.

Machine building is one of the types of economitivity that determines the competitiveness of Uhkess
economy and determines its place in the world. Ydtla state of the machine-building industry of &lke does not
correspond to the signs of sustainable developniteistcharacterized by physical and moral deptediassets, a low
percentage of innovative enterprises, low levahgflementation of low-cost and resource-saving psses, low level
of investments, difficult political and economidusition in the country, high energy costs, weakrettion between
production and research and development.

The share of the sold products of machine-building014 is 7,9 %, in 2015, 6,9 %, — in 2016 — 6,60kthese,
54,1 % of sold products are shipped abroad in 2834 % in 2015, 47,4 % in 2016. Thus, there i®erebse in the
share of sold products of machine building outsiaecountry.

In 2014-2016, the share of profitable enterprisgasdustry increased from 63,3 % — to 72,8 %, hi2015 their
share was 72,9 %, and in 2016 it was 72,8%, whastifies to tendency to decrease. In machine mgldihe share of
profitable enterprises for 2014—-2016 is higheramparison with industry.

Machine building occupies 16,96 % in 2014 in indysin 2015, 16,86 %, in 2016, 17,09 %. Thus, tadesof
the domestic machine-building enterprises, accgrttinthe results of their activities and generabencies, has been
considered satisfactory, which will promote theandiuction of social responsibility of enterprises.

Machine-building enterprises in Ukraine are jugjibring to implement the principles of social resgibility of
business, the environment of their functioningeiady for their distribution. However, the highestdl of readiness for
corporate social responsibility is observed infowd and agrarian industries, communication comgsrand services.
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The Impact of Monetary and Non-Monetary Factors ofMotivation
on Employee Productivity

Abstract. It is evident that a number of distinct factors iweolved in the performance of an employee: hixoin
abilities and his character traits; the basic kmolgk and the experience he has acquired in thegrasabove all, the
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degree to which he is motivated. In this articlesideration is given to motivation as being thedaevhich has the
strongest and the most rapid influence. Our prinmdnjgctive was to investigate the effectivenesdifi€rent methods
for enhancing employee motivation in an organizatidn initial point to underline in connection withe findings of
this study is that we have devised a definitiondnradditional category that we have examined,vameh involves
factors that improve performance not because thegive some specific benefits that may be obtaihed because
they make it possible to avoid some unpleasanirostances that could develop if performance isrmotoved. We refer to
these factors as «adverse consequence avoidatms>fathey could be linked with the fear of reg®vsharp criticism from a
superior, the fear of being observed by othersndutihe process of being reprimanded, or ultimatiety fear of being
discharged. A survey was conducted to devise aingud the various factors in terms of their infige on personnel
productivity. The results of the study demonsttiade the employees’ fear of being discharged oea#iving a sharp criticism
from their superior are important factors, thatease productivity of Ukrainian workers. Moreoube results of the survey
indicated that there are three factors which infhgelabour productivity more than any others —rgé satisfactory basic
salary, obtaining bonuses and receiving verbalritew recognition. Having access to free parkindeeling that one’s job
provides a personal challenge are consideredlesbénfluential factors. However, there are sigaift differences between
the groups with respect to some specific factbh& combinations of monetary and non-monetary itiees that have
the highest influence on employee performance aggested for different staff groups: top, middlel dow level
managers, and professional and supporting staff.

Key words: employee motivation, monetary factors, non-mogdtators, incentives, labour productivity, reward.

Introduction. It is widely accepted that personnel constitutentiost important asset of an organization. To a
great extent the performance of employees detesttime success of an organization. For that reasbn,
factors that influence labour productivity desemweestigation. In this article we go into casegpefsonnel
motivation in some depth. It is generally agreeat the performance of an employee depends on Ihigrin
talents, his character traits, necessary knowleldigegxperience and his motivation. We are of tpi@ion
that motivation is the factor that gives the quatlend the most efficient feedback when it is beifigenced.

Literature Review. Among specialists in this field, a considerablege of different opinions exists
regarding monetary and non-monetary methods ofvaiidin. Recognition is considered to be the most
common and powerful tool that is used in organizetito enhance employee engagement (Sun, 2013).
Employees value the recognition as the attentiey tkceive (Wiscombe, 2002). Even a compliment such
as a simple «thank you» is a very powerful tootriativating employees (Kelly, 2010); or else it dam
something more formal, such as an «employee ahtheh» award.

A group of scholars from Pakistan (Shahnawaz Seig#h., 2015) demonstrated that intangible rewards
had a significant and positive impact on employemmitment within organizations in textile sector of
Pakistan.

Marwan Al-Nsour (2012) demonstrated the signifidamact which financial and non-financial factors
have on organizational performance processes,rahiiresearch paper he showed that factors cathect
with money have greater value than non-financialsan Jordanian Universities.

On the basis of the investigation Ali Egband Tugay Arat (2012) conducted in connectiorhvait
Turkish manufacturing firm, they came to the opmsbnclusion, that the responsiveness of emplotees
financial incentives was lower than to non-finahdrecentives. Various factors could account forstne
differing research results, such as specific l@taumstances, fundamental cultural tendencies, eaeth
research techniques.

Oni-Ojo E. E. et al. (2015) investigated factorscihmotivate employees in Nigerian manufacturing
industries to perform at a higher level. It wasaskied that money provided the greatest motivatitorake
in bringing out the best from employees. At the edime, a significant percentage of employees agae
the opinion that there should be a balance betwegnsic and extrinsic motivation.

Ann Dzuranin and Nathan Stuart (2012) in theirctatientitled the Effect of Tangible and Intangible
Noncash Rewards on Performance and SatisfactiarPiroduction Setting, described the research thdy h
conducted in this sphere. The results of theirysgitbwed that the participants who received a basius
and an intangible non-cash reward had the besbtripeshce, and the lowest-performing participantsewer
those who had received only a cash bonus.

Alicia A. Grandey et al (2013) investigated theat®inship between the satisfaction obtained while
performing “emotional labour” (maintaining a posgdiattitude to customers while involved with th&)jo
and financial rewards. It was found that that firnahiewards for service performance were more Vikel
enhance job satisfaction from emotional labour tlwatnndermine it.
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Problem Statement and Research Obijectivdt is evident that the various methods for mofivait
employees should be used in combination with edlcaroThis is a well-known fact, but the proporson
and the exact techniques and tools are still netipely fixed. At this point, it may be useful tonsider
ways in which the employer can combine monetaryreoxdmonetary methods of motivation.

The objectives of this article are to identify mtarg and non-monetary factors that motivate diffiere
personnel groups and to investigate their influence labour productivity; and then to suggest the
combination of incentives that have the highedtuarice on employee productivity for different pemsel
groups. Any commercial enterprise which does net gome attention to the results of this type séagch
could very easily make some major errors in it9gmes connected with the compensation it offergt4o
personnel. This confirms the importance, and indbedecessity of studying this question.

Key Results. For the purposes of this study we have chosenlassify methods of personnel
motivation in terms of two main groups, monetargl aton-monetary. Monetary motivating patterns are
classed as being either direct or indirect.

We have referred to tangible and intangible comaiéms, and to intrinsic and extrinsic motivational
factors, but it is more difficult to devise a caseidefinition for this additional category that Wwave
examined, which involves improving performance betause of some benefits that may be obtained, but
rather in order to avoid some unpleasant resuéts ¢buld eventuate if performance is not improveat.
lack of a better term, we are going to refer toséhéactors as «adverse consequence avoidancessfacto
(receiving sharp criticism from a boss, fear ohigedlischarged and experiencing disapproval in publi

The main point with any kind of motivating fact@rtio provide a clear link between the stimulus and
the desired result; the reward for some specifioashould happen very shortly after the act hasured.
This is particularly pertinent in connection withtangible motivation, because it is possible tovjgle an
employee with a reward immediately after the evensuch cases the employee clearly understandsiivha
is that is furnishing the motivation, and is likety increase productivity accordingly. With intabigi tools
no time is lost in planning and adjusting the oltgrayroll calculations. Besides that, financialveeds are
often just paid as part of an employee’s salarjclwimeans that the reward to some extent disapp&ars
the employee’s monthly salary payment.

According to the results of the Merit Principlesn@y conducted by the United States of America
Merit Systems Protection Board (2005), it was deteed that the most important element motivatinthbo
employees and their employers were job satisfaetimhpersonal satisfaction.

The main problem with all the methods of intangibhetivation is that they are very difficult to
identify and even more challenging to measure. Wdmsidering the evaluation of the effect of didfetr
stimuli we need to devise a yardstick for measutirggvalue of the «resource» we contribute and/éhee
of the result. Thus it is important to determine thdicators that represent the target we wantt&ina The
main problem with Ukrainian managers is that theg modern methods of employee motivation which
they copy from abroad, wanting to appear up to.dEtey report about the utilization of all thesenuly
things, but not about the results they gained imgubkem. A lot of entrepreneurs talk about jolasggment, job
engagement and satisfaction, and even try to imghésome parts of it. But they do not considendfytare
effective, if the employees like them and incrgasluctivity in return.

We now turn to the problem of the importance ofetént motivators for different segments of a
company’s workforce. A company should definitelykm&ome clear distinctions in terms of the motoati
methods it applies to personnel at various hiereatkevels.

A survey was conducted to determine the factoris thi¢ highest and the lowest influence on personnel
productivity. The research at PJSC «Dubnomoloko20ib6 provided important insights into the issuee T
research was conducted among the employees of dJ@@homoloko». A total of 682 questionnaires were
distributed, of which 556 were returned, reflectangesponse rate of 81 percent. For the purpos#ssof
study we devoted attention to direct monetary itioes) indirect monetary incentives and non-mogeiaes.

We considered three separate groups of personnel@€ «Dubnomoloko»: the managerial staff,
professional staff and support staff. The manabset&if was then subdivided into top-level, midtdeel
and low-level managers. The reason for this is weafteel very strongly that different motivation timeds
should be used for different groups.

Over the years, many surveys have been conductsddeéml with the importance of different
motivation factors for employees. The most freglyeamsked question in surveys of this kind is how
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important some specific factor is for the respondend the respondents are to rate the factorbebdsis
of the value they attach to them. However, it is ium opinion that the importance of the factor f
person doesn’t necessarily increase his or heruptvty. In view of this, we asked respondentagsess a
range of factors based on the likelihood that tHaséors would increase the performance of indigldu
employees.

The respondents were to rank all the factors ofwaton into four groups according to their impact
employee productivity, with a high impact gettingd@nts, middle — 2 points, low — 1 point and ngéatt — O.
The results are presented in the table 1 and able

Table 1

Rankings of Monetary Motivation Factors Based on tkir Influence on Labour Productivity

Top-level Midle- Low-level .
Direct Managers Level Managers Professional Support Total
and Indirect Monetary 6 Managers 21 Staff 346 Staff 151 556
factors 32
A|E|F|A|E|F |A|E|F|A|E |F |A|E |F |E |F
Basic pay 5 |17(94|21|85|89|17|59|94|339| 1031 99 |151|453|100| 1645 99
Bonuses 5 |17|94|32|96|100| 20| 62| 98 |298| 987 | 95 | 77 |369| 81 |1531] 92
Receiving life insurance 2 |13|72|18| 72| 75| 13| 53| 84 |202| 836 | 81 | 84 |366| 81 |1340 80
coverage
Receiving health care benefits| 2 [13|72| 4 |60 63| 9 |49| 78 (201 761 | 73 | 93 [394| 87 |1277| 77
Having a free cell phone 2 110|56|18|82| 85| 9 |48| 76 |214| 857 | 83 | 41 |267| 59 |1264{ 76
Participation in profit sharing 4 115|83|29|93| 97 |15|54|86|204| 799 | 77 | 42 |271| 60 |1232 74
Having a free gym membership 1 | 10|56|12|71| 74| 12|54| 86 |188| 763 | 74 | 61 |337| 74 |1235 74
Having free lunches 1|8 |44|13|69|72|12|48|76|208| 700 | 67 |113|396| 87 |1221| 73
Having a free car 3 |14|78|15|54| 56| 5 |44|70| 43| 612 | 59 | 26 |255| 56 | 979 | 59
Having paid vacations 1|7 |39/12|64| 67| 9 |43|68|121| 542 | 52 | 95 |289| 64 | 945 |57

Source: an investigation conducted by the authors.

Columns A, B and C show the number of employees edrsider a specific factor to have high (A),
middle (B) or low (C) effectiveness in increasimdpdur productivity. Column D demonstrates the numbe
of employees who regard this factor as being tpotedlevant. In column E the sum of the pointsoassted
with each factor is presented. It is calculated as:

E=AX3+BX2+Cx1+DXx0. 1)

To determine the value in column F we divide thtu@an column E by the maximum number of
points possible, and then we multiply that fractogn100 to obtain the corresponding percentage:

F = E x 100 %. 2

maxweightagextotal respondents

In order to keep the tables compact we omittedronkiB, C and D. The results show that for middle-
level managers (89 %) basic pay is not as impo#arior top-level managers (94 %). The reasontiatr is
that top-level managers tend to regard their bseiary as an indicator of their value and imporgaimcthe
organization, whereas middle-level managers peeceisimply as a financial reward. They are muctrano
interested in bonuses and fringe benefits.

We discovered that there are three factors whitlheance labour productivity more than any others.
They are basic salary (99 %), bonuses (92 %) arwiviag verbal or written recognition (90 %).

The numerical results given in Table 2 demonstitatevalue of hon-monetary factors for personnel at
PJSC «Dubnomoloko».
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Table 2

Rankings of Non-Monetary Motivation Factors Based o their Influence on Labour Productivity

Top-level Middle-level Low-level Professional Support Total
Non-Monetary factors| Managers 6 | Managers 32 | Managers 21 Staff 346 staff 151 556

AlElF | Al E|F|A|IE|F|A|E|F|A]|E|F|EIF

Recelving verbal orwritter o | 14 | 160 | 31 | 93 | 97 | 19 | 61 | 97 | 208 | 958 | 92 | 102| 375/ 83| 1505 90

recognition

('?ffce""”g addiionaldays 1 | o | 50 | 12 | 63 | 66 | 8 | 42 | 67 | 246 | 874 | 84| 78 | 330| 73| 1318 79
Engl;ﬁ”c'”g disapproval | 15| g3 | 15| 75 | 78 | 12 | 51| 81 | 234 | 884 | 85| 51 | 283|62| 1308 78
Job satisfaction 3(14| 78 | 18 | 82 | 85 | 18 | 60 | 95 | 215 | 882 | 85| 43 | 269|59| 130778
Competitive workplace | o | 16| g9 | 23 | 86 | 90 | 16 | 56 | 89 | 233 | 850 | 83| 26 | 242|53| 125975
atmosphere

Fear of being discharged| 1 | 10| 56 | 15 | 61 | 64 | 11 | 47 | 75| 211 | 785 | 76|101| 350|77|1253/ 75
Recelving sharp criticism| , | 15 | 67 | 13 | 63 | 66 | 13 | 53 | 84 | 198 | 795 | 77| 88 | 333| 74| 1256 75
from a boss

Having work-related 4]16| 89 | 28| 91| 95| 17| 57| 90| 203 | 782 | 75| 34 | 283|62|1229/74
autonomy

Having a flexible work | /| 15| g3 | 27 | 83| 86 | 14 | 56 | 89 | 98 | 670 | 65| 112| 388|86/121273
schedule

Public expressions of | o | 171 o4 | 3 | 42| 44 | 13| 52 | 83 | 144 | 766 | 74| 51 | 305/ 67| 118271
appreciation

Job enrichment 210 56 | 12| 60 | 63| 9 | 42 | 67 | 201 | 786 | 76| 43 | 266|59] 116470
Job enlargement 3|112| 67 | 11 | 39| 41| 6 | 27| 43 | 188 | 738 | 71| 42 | 258|57|1074/64
;Zrlfiﬂga“on indecision | ¢ | 15| 100 | 23 | 82 | 85 | 13| 50 | 79 | 166 | 674 | 65| 34 | 240| 53| 106464
Having one’s photography , | 11 | g1 | o | 59 | 61 | 12 | 39 | 62 | 115 | 691 | 67| 34 | 237|52| 103762
prominently displayed

Egctf;‘i’r']’i‘r?g"”'s'te orofite 4 | 15| g3 | 16 | 74 | 77 | 17 | 59 | 94 | 167 | 707 | 68| 27 | 170| 38| 102561
Having high moralvalues 3 | 12| 67 | 12 | 61 | 64 | 14 | 52 | 83 | 163 | 604 | 58 | 23 | 149| 33| 878 |53
Feeling a team spirit 4|15| 83 | 16 | 61 | 64 | 13| 49 | 78 | 122 | 478 | 46| 23 | 265|58| 868 |52
E:r‘lﬂirr‘]%access tofiee | 1| g | 44| 7 | 49| 51| 6 | 36| 57| 111 | 526 | 51| 32 | 154| 34| 773 |46
\',:v'(r)‘:jk'”g challengeinoney' , | 15 | 67 | 22 | 83 | 86 | 14 | 54 | 86 | 67 | 460 | 44| 14 | 109|24| 718 |43

Source: an investigation conducted by the authors.

Having access to free parking (46 %) or feeling tme’s job provides a personal challenge (43 %) ar
considered to be less influential factors.

At the same time there is a big difference betwiberresults for separate groups and the totalteesul
For instance, 86 % percent of middle- and loweelewanagers value the challenging aspect of therk w
as being an important factor, while professionatl aupport staff do not consider these items to be
significant and give them ratings of 44 % and 24e¥pectively.

To our great surprise professional personnel areeny interested in participating in decision-nraki
(65 %).

It was once thought that only positive incentivesrevthe only ones that would likely be effective in
increasing employee motivation. We feel very stigntpat some negative factors can also enhance
motivation and productivity. For example, when tieneral economic situation is difficult, workers ar
concerned that they are apt to be dismissed bea#uar overall reduction of staff. This fear of i
discharged can cause individuals to work much hatfolen usual. A similar reaction may occur if the
manager expresses sharp disapproval of an empfogegdns, conduct, or attitude. Receiving thistgpa
criticism from the boss may induce workers to inyaréheir performance, and to do their utmost toviol®
a more satisfactory service.
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The results of the survey demonstrate that the @yapk’ fear of being discharge or of receiving a
sharp criticism from their boss are important festihat constitute a level of 75 % in total.

We can conclude from this that Ukrainian workersréase their productivity to a greater degree in
response to «adverse consequence avoidance» fawart positive ones. We state for employeesngav
their photo displayed in a prominent place (62 %ggnot inspire them to work harder. In additiorihat
we compared having a competitive attitude and rigeli team spirit as factors that influence persbnne
performance. The results show that in the Ukraireigent economic situation, feeling a competitive
atmosphere (75 %) is a much more influential fathan having a team spirit (52 %). It is interegtio
note that the results are very different acrosglifierent personnel groups. Managers and profaasstaff
give a competitive spirit a valuation of 90—-83 %mareas for support staff it is 53%. With respecteam
spirit the situation differs across the variousugr® Professional personnel consider it to haverg bow
(46 %) influence on their productivity, while topamagers grade it as the most important one (83 %).

The results of the survey conducted by the humaourees department in 2015 correspond closely to
those from our research in 2016. Both of them shimat non-monetary methods are much more highly
appreciated by top managers (managerial staff) tigesupport staff.

Conclusions and Future Research Prospect$he goal of our research as presented in thidemias
to determine the factors that motivate differermspanel groups and to investigate their influencdadour
productivity. The results show that an effectivetigation system should include a combination oéimives for
different groups of personnel. The findings suppdasiow’s (1954) motivation theory by demonstrating
that in terms of what employees value most highlytop two items are their basic salary and b@iuses.

The basic salary is thus a significant factor ioréasing employee motivation. Firstly, it fulfiledic
human needs. Secondly, it serves as an indicatitvegbrestige of one’s profession and of one’stjmrsin
a company. Thirdly, it serves as a background fivero motivational tools. It is evident that all Ron
monetary motivation practices appear to lose tiéactiveness unless they are accompanied by apatep
financial compensation. In other words, when empésyare satisfied with their salary they are muohem
receptive to other stimulation methods such asgmition, flexible hours, and autonomy. Unfortungteh
Ukraine’s current unfavourable business environmerany intangible motivation practices are useé as
substitute for monetary ones, mainly because @itk bf financial resources. Bonuses and profitiahar
plans constitute second-stage motivation technidiey reward the efforts and results of individeraployees.

There is a strong possibility that monetary rewartgease employee motivation and encourage
compliance with instructions received from theipastiors. We are of the opinion that employees \hesic
salary and bonuses as a reward, and believe #nahthst compensate for that by improving their work

However, factors connected with pay and bonusesatamccomplish the objectives of stimulating
creativity and innovation, or of developing forddignd the ability to make effective decisions ifficlilt
situations, which in the long run are extremely amtant.

It is important to consider the significant diffaoes in the way that motivating factors were evaltia
by different groups of employees. These factoretmen listed in order of their relevance to tliliémce,
starting with the most significant.

With respect to top-level managers, the recommenu#d/ation factors are, respectively: participatio
in decision-making, recognition, public appreciafidasic pay, bonuses, competitive spirit, autonomy
flexible hours, profit sharing options, public digaoval, and on/off the job training.

For middle-level managers the recommended motinaticentives are: bonuses, recognition, profit-
sharing, autonomy, competitive spirit, basic paalienging work, flexible hours, participation ieaision-
making, job satisfaction and the availability afdrcell phones.

The performance of low-level managers will show gneatest benefit from bonuses, recognition, job
satisfaction, basic pay, autonomy, competitiveisglexible hours, on/off the job training, a pito§haring
system, gym membership, challenging work, shatisin from the boss and a life insurance package.

For professional staff, we advise to use basic [mnuses, recognition, job satisfaction, public
disapproval, additional day off with no questicfneg cell phone, life insurance and competitiveispi

For support staff, we recommend such motivatioreitiwes as basic pay, health care benefits, free
lunches, flexible hours, recognition and bonuses.

On the basis of the research results, it is intieig$o note the preferable distribution betweesibpay
and bonuses. For top- and low- level managers50iso 50, for middle level managers it is 45 tQ o6
professional staff it is 55 to 45, and for suppaff it is 60 to 40.
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Utilising this data, it can be seen that basic fnuses and recognition are the factors that tieave
greatest impact on overall employee performancehéisame time, the results also show the factbrshw
have the least influence on employee performanteving one’s photograph displayed in a prominent
location (which is very often used in Ukrainiannig), being influenced by moral values, and being
motivated by a team spirit (other than in the cadop managers, who value both team spirit and
competitive motivation), having a free parking @aand having work which is challenging (relevaot f
professional and support staff).

Using non-monetary approaches to reinforce the taopeones without trying to use them as a
substitute will enable the organization to devedmyl fulfil the potential of its personnel, and toprove
long-term employee performance.

However, most of the conclusions which have bedtined above are based on research involving a
single firm, and this in some respects limits tbepe of the research. For this reason, it will eeessary to
carry out further research on different motivatiorethods and their influence on varoius personnel
segments in Ukrainian companies. In addition ts, thie are aware of the fact that some of the Statiand
research results we referred to were from counti#is cultures and work ethics which differ greatitgm
those existing in Ukraine, or in various other paf the world. To take all those factors into asdgowvould
be beyond the scope of our present research. A systematic and fundamental approach for reseaychin
the impact of motivational factors on employee periance would make it possible to formulate more
clearly defensible and comprehensive conclusions.
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AnHa Moxnwok, Jlapuca IOmumuna. Bnus ¢akropiB MaTepianbHol ii HeMaTepiaJabHOI MoTHBanii Ha

NPOAYKTHBHICTH Mpani. Y crarTi po3nIsiHyTO e(heKTHBHICTh PI3HUX METOJIB IiIBUILEHHS MOTHBALIl NpPALiBHUKIB B
oprasizarii. Ha 0CHOBi onMTYBaHHSI TPOBEICHO PAMKyBaHHS Pi3HUX (DAKTOpPiB MOTHBALLIT TIEPCOHAITY 3 OTJISITY Ha iX BIUIMB Ha
MIPOIYKTUBHICTH Tipalti. KoMOiHamii MarepianbHUX 1 HEMaTepialbHUX CTUMYIIB, SIKi CIPaBISAIOTh, HAHOUIBITUI BIUIMB
Ha TPOAYKTHUBHICTH TpAIiBHUKA, 3aMPONOHOBAHI JJIS PI3HUX TPYI MEPCOHANTY. MEHEIDKEPIB BHILIOTO, CEPEIHBOTO i
HHU3BKOTO PiBHIB, a TaKOXK (haxiBIliB Ta TOTOMIXKHOTO IIEPCOHAITY.

KurouoBi cjioBa: MoTHBaIisS TpaIiBHHUKIB, MaTepiayibHi (akTopu, HeMaTepialibHi (aKTOpH, CTUMYIH, IPO-

JIyKTHBHICTb Mpalli, BAHATOPOJIH.

AnHa MoxHwk, Jlapuca JOmnmuna. Binsane ¢pakTopoB MaTepuaabHOI U HeMaTepHAJILHOH MOTHBAIMHA

HA MPOM3BOIUTEILHOCTH TPyAa. B crathe paccMoTpeHa 3QPeKTHBHOCTh PA3IUUYHBIX METOIOB MOBBIIICHUS MOTH-
BaIMu pabOTHUKOB B opranu3zanuu. Ha ocHOBe onpoca MpOBOIUTCS PAHKUPOBAHHE PA3THUYHBIX (HAKTOPOB MOTUBAIIUU
MepCOHaNa, YUUThIBAs UX BIHMSHUE HA MPOU3BOJUTENLHOCTD TPy/Aa. KOMOUHAIMKM MaTepUATbHBIX U HEMATEPUATBHBIX
CTHMYJIOB, KOTOPbIE OKA3bIBAIOT HAMOOJbIIIEE BIMSHUE HA TMPOU3BOAUTEIHLHOCTh PAOOTHHKA, MPE/IOMKEHBI IS PA3TIHBIX
IpYII IepCOoHaa; MEHEPKEPOB BBICIIETO, CPEAHEr0 M HU3KOTO YPOBHSI, & TAKXKE CHEIUAIUCTOB H BCIIOMOTATEILHOTO
nepcoHasa.

KaroueBble cjioBa: MoTHBaIus pabOTHHKOB, MaTepHalbHBIC (DAaKTOPHI, HEMaTepHajabHbIE (HaKTOPBI, CTUMYJIH,

MIPOU3BOIUTEIHLHOCTD TPYAA, BO3HATPAXKICHHUE.

The article acted to the editorial board in 29.012r.
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