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FEATURES OF INTANGIBLE MOTIVATION OF
ORGANIZATION STAFF

The article is devoted to investigation of intangible motivation of the company's personnel. Methods of non-
material motivation in modern conditions are considered. At the same time, the author considers material motivation to
be a necessary but insufficient condition for the development of enterprises and organizations. The essence of the
concepts "motivation”, "motive” and "stimulation" of labor activity is given. From the author's point of view, the
possibility of achieving success should be considered a priority motivator. The conditions for effective staff motivation
are clarified. The main motives of work and methods of non-material motivation are revealed. The process of
"demotivation” is characterized, a list of demotivational factors that directly affect the quality of staff work is given.
The main theoretical and methodological principles of personnel motivation at the enterprise are considered. The
contribution of the theory of emotional motivation as a type of behavioral economics, which is not based on a rational
research paradigm, is indicated. Emphasis is placed on the priority role of intangible motivation and the features of its
application in the activities of enterprises and organizations. The main types and tools of non-material motivation of
personnel in today's conditions are defined. Differences between material and non-material motivation are revealed.
Recommendations for the formation of a personnel motivation system at the enterprise are given. It is noted that the
practice of motivating personnel of modern organizations is a complex phenomenon which is complexly hierarchically
organized. It is proven that in each situation it is necessary to apply an individual approach; at the same time,
motivation for the development of modern personnel should be systematic, consistent and comprehensive. At the same
time, it is important to have a fair and logical system for every organization. The motivation system should cover all
hierarchical levels for different positions, have uniform principles of construction, supporting the organization's
strategy and goals.
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JIOKTOP eKOHOMIYHHMX HAYK, mpodecop,

Boaunchkuii HanioHanbHUH yHiBepcuTeT imeHi Jleci Ykpainku,
Kadepa MeHeIKMEHTY Ta aAMiHICTpyBaHHS,

M. Jlyubk

OCOBJINBOCTI HEMATEPIAJIBHOI MOTHUBAIIII
MEPCOHAJIY OPTAHI3ALIIN

CraTTsa nIpUCBSYCHA TOCIIPKEHHIO HEeMaTepialbHOI MOTHBAIII] MEpCOHAITY HiAIPHEMCTBA. PO3TIIsIal0TECS METOIN
HeMaTepiaJbHOI MOTHBAII] y CydyacHHX yMoBax. BomHo4yac aBTop BBaXkae MaTepiallbHy MOTHBAILiI0 000B'SI3KOBOIO, aje
HEZI0CTaTHHOI0 YMOBOIO PO3BUTKY IMiNMPUEMCTB Ta OpraHizamiii. HaBeneHo cyTHiCTh MOHATH "MoTHBalisn", "MOTHB" Ta
"CTIMYJTIOBaHHS" TPYAOBOI JiSUTBHOCTI. 3 HOTIISAY aBTOpA MPIOPUTETHUM MOTHBATOPOM BapTO BBa)KATH MOJXKIIHBICTH

JIOCSITHEHHS! ycIiXy. 3'$ICOBaHO yMOBH AJisl €(peKTHBHOI MOTHBALil NepcoHary. Bu3HaueHO OCHOBHI MOTHBHM Hpalli Ta
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po3KpuTi cmocoOm HematepiampHOi MoTuBamii. OxapakTepH30BaHO TIPOILEC «IEMOTHBAIii», HABEACHO IEperiK
JNEMOTHBAIIMHUX YUHHUKIB, II0 O€3MOCepeHbO BIUIMBAIOTh HAa AKICTH POOOTH mepcoHamy. Po3risHyTO OCHOBHI
TEOPETHKO-METOIOJIOTIUHI 3acagyl MOTHBAIlli MEpCOHANY Ha MiANPHUEMCTBI. 3a3HAYEHO BHECOK TeOopil eMomuiiHOi
MOTHBAIlil SK PI3HOBHIY MOBEIIHKOBOI E€KOHOMIKH, IO HE 0a3yeTbcs Ha palioOHANBHIM MapagurMi JOCIIKESHHS.
AKIICHTOBaHO Ha TNPIOPUTETHIH poJi HeMaTepiajdbHOI MOTHBAalil Ta OCOONMBOCTAX ii 3aCTOCYBaHHS y MisIIBHOCTI
MANPUEMCTB Ta OpraHizamid. Bu3HaueHO OCHOBHI BHIM Ta IHCTpyMEHTapiii HemarepiaJbHOI MOTHBALli NEPCOHATY B
YMOBax ChOTOJICHHS. BUsBIEHO BIAMIHHOCTI MDK MaTepiajlbHOIO Ta HeMmarepialibHOI MoTHBauico. Haseneno
pekoMeHaail 1moA0 (OpMyBaHHS CHUCTEMH MOTHBaLii MepcoHalTy Ha mianpueMcTBl. O3HayeHO, IO NPaKTHKa
MOTHBALil TEPCOHANy CyYaCHHMX OpraHi3alidi — KOMIUIEKCHHH ()EHOMEH Ta CKJIaJHO l€papXi4HO OpraHi30BaHHU.
JloBesieHo, 110 Y KOXKHIH cuTyanii HeoOXiJHO 3aCTOCOBYBAaTH IHAMBIAYaJIbHUHN MiIX1J; BOJHOYAC MOTHBALSI PO3BUTKY
CydJacCHOTO IIepCOHaTy Mae OyTH CHCTEeMHOIO, IOCHiZOBHOIO Ta BcebiuHOW. [Ipm mpOoMy BaXUMBa HasSBHICTH
CIpaBeNIUBOI Ta JOTiYHO MMOOYyMOBaHOI CHCTEMH UII KOXHOI opradizamii. CucreMa MOTHBYBAaHHS IOBHHHA
OXOIUTIOBATH BCi i€papXivHi piBHI [UIA Pi3HUX MOCAX, MaTH €IWHI TPUHIAIN TOOYAOBH, MiATPUMYIOUYH CTPATETItO 1 i1
oprasizarii.

KrouoBi ciioBa: HeMaTepianbHa MOTHBALIiSL, MOTHB, CTUMYITIFOBaHHS, ippalliOHAI3M, OpTraHi3allis.

Problem Statement. No management system will work with maximum efficiency if it does not include
an existing motivation system. Material and non-material motivation are often used together. Depending on
the degree of manageability and complexity, pre-set goals, the ratio of material and non-material types of
motivation changes. The problem often lies in how to find the right combination of material and non-
material motivation. Non-material motivation as a function of modern management occupies one of the first
places in management activities of the organization leaders.

Motivation is an endless process, a kind of "catalyst" for using the staff potential. A motivated labor
force is significantly more productive than an apathetic group of employees. With an incompetent approach,
motivation acquires a minus sign, that is, it becomes demotivation. The reverse effect of an incorrectly
implemented motivation system can many times exceed the possible positive effect.

What exactly motivates a particular human behavior has been of interest to science for a long time, but
to this day it acts as one of the key problems. There is no universal motivator for all mankind. Many top
managers are looking for new forms of staff motivation. At the moment, each organization has its own
system of employee motivation. Each of these systems has its own advantages that make its functioning
useful, as well as disadvantages that do not allow the full potential of employees to be realized. Crisis
phenomena, including during martial law, gives managers-leaders the opportunity to reconsider the
combination of tangible and intangible tools that will be effective for both organizations and employees.

Many managers fail to challenge the traditional management paradigm that money is what really
matters. They still believe that salary and bonuses are the dominant incentive. It can be argued that material
remuneration in employees motivation is not always of decisive importance. It is a mistake to believe that it
is possible to put an equal sign between salary and performance. Salary is a motivator only up to a certain
point. You can not raise wages constantly as a person gets used to a given level of wages. We share C.
Cooper's idea that excessively high wages are not a motivating measure, but a way to keep people in the
workplace [7, p. 176-177]. For people with a satisfactory salary, some non-financial motivators can be more
effective than extra fee. Many financial incentives mainly generate a short-term impulse that may have
unintended consequences in the long term. After a certain period of time, a person gets used to the level of
his income and perceives it no longer as a goal, but as a routine. A kind of paradox is that money is a good
motivator, but not a long-term one. At the same time, non-financial methods of motivation in general require
more time and commitment on the part of managers, but have a long-term positive effect. In the 21st
century, employees should be motivated not only for the result in the form of maximum material
remuneration for their work, but also for the realization of personal interests. The correct application of
motivational systems is one of the requirements of our time.

Analysis of the last researches and publications. Problems of people's motivation in various spheres
of social activity were the subject of research by A. Maslow, F. Herzberg, D. McClelland, A. Vroom. A
significant contribution to the development of the intangible motivation system was made by E. Mayo,
H. Leibenstein, N. Doshi, L. McGregor, S. Hidi and others.
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Such Ukrainian scientists as O. Buhutskyi, V. Honchar, A. Kolot, O. Kuzmin, Yu. Maksymets and
others devoted their publications to personnel motivation as an object of research. At the same time, the
issue of developing recommendations for the creating an effective system of intangible labor motivation in
modern conditions remains insufficiently researched.

The aim of research is to carry out a critical analysis of the theoretical and methodological aspects of
personnel motivation and form an author's approach in the context of the chosen research object.

Research methodology is theoretical analysis of scientific literature, logical and comparative analysis,
critical analysis, empirical results of functioning the world leading companies, generalization.

Presentation of the main research material. The art of motivation has been of interest to scholars at
all times. The first theories devoted to the problem of motivation were noted in the works of ancient
thinkers. Greek philosophers equated motivation with hedonism (a philosophical movement, the main
principle of which is the desire for pleasure, the avoidance of suffering). Socrates was one of the first
scientists who supports the ideas of hedonism. Aristotle in his works defined motivation in this way: it is an
impulse to act or to change behavioring [6, p. 45-46].

It is necessary to separate motivation, motive and stimulation. Motivation has various interpretations of
the definition. In general, motivation is understood as the ability of a person to perform certain actions and
achieve satisfaction of needs. M. Mescon defines it as a process of encouraging oneself and others to act in
order to achieve the goals of the organization or personal goals [4, p. 236]. Motivation is an internal
impulses process that occurs individually. It will not finish until the need is satisfied or a new impulse to
action appears. It should be noted that motivation cannot be forced; violently can only demotivate
employees. It can not be only on a self-interested basis, but also directly determined by the emotional state
of a person, which is justified by the founders of behavioral economics [15]. The complexity of the
motivation system is in a person's different interests and needs. Standard methods cannot motivate all labor
personnel, since all people are different, have their own needs and values.

Motivation as a function of management is directly related to work through the formation of motives.
Motive is a state of predisposition, conviction, inclination to act in one way or another. A motive can be a
belief that incourages specific actions. The motive can be often considered as the reason underlying the
choice of practical and personal actions.

Stimulation is the process of external influence on a person, the purpose of which is to achieve a certain
result or performing the work. Incentives are a specific levers of influence, i.e. those stimuli that encourage
action in order to achieve the final result. For example, free time is one of the effective incentives for an
employee.

Despite the fact that many motives, incentives and needs have been known to scientists since ancient
times, the theory of human motivation began to be actively developed only in the 20th century. Views and
approaches to this problem have been constantly transformed.

Emphasis is placed on the diversity of conceptual and theoretical approaches devoted to the study of the
individual motivational orientation. The currently existing theories of motivation can be divided into 3
groups: original, content and procedural. The essence of the original theories is in the analysis of the
historical experience of human behavior and the use of simple incentives for material and moral coercion,
for example, the "carrot and stick™ (Taylor, McGregor).

In one of Elton Mayo's experiments, favorable conditions for communication were created for the
selected working group: there was no manager in the group; he was replaced by an observer who was
interested in the workers' affairs, their mood, and had friendly conversations. Awareness of the social
significance of workers served as a positive incentive to change their attitude to work [12, p. 72-75].

American economist Harvey Leibenstein in the concept of X-efficiency noted that a change in
employee incentives will change productivity per person [2, p. 490-503]. Great interest in a certain group of
workers by the management, regardless of whether their working conditions improved or worsened,
experimentally showed a positive motivation for workers. Also, groups that were given more information
about the importance of their work appeared to be more productive. So more general control is more
effective than thorough (in the context of non-material motivation).

Informative theories are based on the hierarchy of human needs, which are the driving force of labor
activity in the production process (Maslow, McClelland, Herzberg). We single out the theory of motivation
by D. McClelland, which, unlike A. Maslow [16], does not avenge hierarchy and is based on the needs of
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three groups acquired and changing throughout a person’s life: the desire for success, power and recognition
[17]. We believe that in today's conditions, the effort to be successful (getting satisfaction from one's own
achievements, self-realization and opportunities) is the priority conditionally universal need of the majority
of personnel.

A different approach to motivation is in procedural theories. They analyze how a person distributes his
efforts in order to achieve his goals and how he chooses this or that type of behavior (Vroom, Adams).

A significant contribution to the theory of motivation was made by studies of behavioral economics,
which are based on the irrationalistic methodology of research [9; 15]. In particular, R. Thaler claims that
when an organization or a person, in most cases, makes a decision, it affects the behavior of the (entire)
group. This leads to "pushing" in some direction, and this in turn will affect the position of individuals.
People's decisions are driven by the choices provided by the choice architect, but sometimes the nudges are
unintentional or accidental [10, p. 20].

Currently the theory of emotional motivation as a variety of behavioral economics is widely developed
[3]. A number of conclusions and discoveries of this relatively new field of knowledge are used by leading
companies in the world [18]. The theory of emotional motivation substantiates the influence of an
individual's emotions on his perception of the surrounding reality, and also considers them as key motivators
of human behavior. The main components of this theory:

— emotions are the stimulus and motive of human activity;

— people need to feel certain emotions;

— motivation is aimed at achieving emotional balance;

— emotions are the conscious and unconscious motivator of an individual's behavior.

The most significant states usually include: optimism, hope, tension, affect, stress, frustration, which is
a state that occurs when it is impossible for an individual to satisfy certain needs, a discrepancy between
desires and opportunities.

Non-material motivation is an integral component of modern concepts and practices of organization
management, ensuring their overall effectiveness. In general, non-material personnel motivation can be
divided into several directions: moral, organizational, social and psychological.

Moral motivation is based on the employee's need for respect from the team and management. The
most effective tool is awarding, informing about merits and achievements, for which you can use oral public
praise, a plaque of honor, and awards.

Organizational motivation affects employee behavior based on job satisfaction in the organization; it is
in comfort due to the workplace organization, questions and the rest during breaks (it is realized through the
purchase of new office equipment, the construction of gyms, recreation rooms). Regulation of the
employee's behavior based on his employment is also one of the important directions of non-material
stimulation (flexible work schedule, vacations, additional days off). A relatively new element of modern
motivation is gamification, that is, the introduction of elements of the game process into the most important
tasks of the team. Games are a powerful tool that causes excitement, enthusiasm, and interest in the very
process of the performed work. The participant does not notice himself how he achieves a personal or team
result.

The implementation of social motivation involves increasing the employee's sense of self-worth by
involving him in decision-making, participating in team management, and delegating important powers. The
most effective tool is the designation of career growth prospects, the opportunity for training and self-
development. Intangible motivation is often associated with providing the so-called "social package™, which
may have different components for different enterprises. At the same time, the "social package™ can include
motivators that are not directly paid to employees, but have a material dimension for the enterprise, for
example: official transport, additional medical insurance, paid meals.

Psychological motivation is based on the need of each person for communication. Work on creating a
favorable environment in the team is built taking into account the interests of all employees. The employee
must feel his importance and participation in the prosperity of the company. An important role is played by
corporate culture (some companies even allow profanity [11, p. 197]).

Doshi and McGregor singled out direct and indirect motives for labor activity [5, p. 27-32]. Direct ones
are more related to the work itself: the realization of one's own potential, when work is perceived as a
"springboard"” for career growth. Long-term and high efficiency of the organization's activity is provided
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precisely by direct motives. Indirect motives: psychological tension — when the stimulus for actions is
anxiety over work results due to personal responsibility, reputational risks from negative perception by work
colleagues; the pressure of economic factors — when an employee works exclusively to avoid the penalty of
dismissal.

Such differentiated components are directly instrumental of intangible motivation:

- opportunities for career growth;

- various options for flexible working hours (including the possibility of work from home, maintaining
a balance of work and life);

- comfortable place of work;

- professional development at the expense of the enterprise;

- friendly relations in the team;

- public praise;

- competition for the title of the best employee (in the form of a "board of honor");

- promotion with titles and diplomas.

There is no direct relationship between non-material motivation and the final result of labor activity.
One of the many important factors for achieving success is the ability to correctly apply the methods of
motivation and the timely deadlines for their implementation. There is also a certain optimal level of
motivation at which work is best performed. The subsequent increase in motivation does not lead to
improvement. Therefore, a very high level of motivation is not always the best. There is a certain limit to
further increase motivation.

It is necessary to single out and always keep in mind such a process as "demotivation" which is a kind
of reverse process of motivation. The main demotivators that directly affect the quality of work are:

- failure to use the staff capabilities;

- manager's incompetence;

- ignoring suggestions and ways to solve the problems on the part of the team;

- negligent attitude to the staff merits;

- no reward for work done;

- bad working conditions;

- unfair criticism;

- work overload.

Conclusions. Formulating general conclusions, which summarize the author's position, we note: the
practice of motivating personnel in modern companies is a complex hierarchically organized phenomenon.
There is a complex of theories and concepts of motivation. It would be difficult, if at all possible, to develop
some kind of "universal" mechanism for motivating personnel, which could be implemented in the practice
of any economic entity.

There is no ideal, single method of personnel motivation, as the motives of all people are different.
What turns out to be effective for some people motivation, turns out to be completely irrelevant for others. It
is necessary to look for an individual approach in each situation, to use combined maotivation. Each
employee combines several motivational types in different proportions. A very important factor is that you
need to motivate someone who really has the ability to perform the task. Initially, it is necessary to eliminate
the influence of all demotivating factors in personnel motivation.

Motivation in the development of modern personnel must be: systematic, consistent, comprehensive. It
is important to have a fair and logical system for every organization. Such a motivational system should
allow covering all levels for various positions, have uniform principles of construction for all, supporting the
organization's strategy and goals.

The methodology of classical rationalism is no longer the dominant paradigm [14, p. 58]. The author
believes that financial motivation is a necessary but not sufficient condition. Often intangible ways of
rewarding help to achieve the desired result much faster than financial incentives. From the author's point of
view, the priority motivator should be considered the opportunity to succeed.
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