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The article discusses the main existing types
of motivation incentives for employees. Both
material and non-material incentives were
highlighted among them. The incentive system
for workers in countries such as the United States
of America, Japan and some countries of the
European Union is described. The relationship
between cultural values of the inhabitants of
these countries and their preferred types of
encouragement is considered. And the most
desirable types of intangible incentives among
employees of the American companies are also
studiied. It is noted that the creation of an effective
incentive system involves not only the payment of
bonus remuneration, but also contributes to the
interest of employees in the results of their work
and significantly encourages them to participate
in the development of the enterprise. The
difference between the concepts of “stimulating
payments” and ‘“labor stimulation” is given.
The IAS 19 “Employee Benefits” is considered
and compared with Ukrainian standards. The
necessity for Ukraine to adopt foreign experience
to solve the existing difficulties is justified.
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B cmambe paccMompeHbl OCHOBHblE Cyuje-
cmaytouwjue BUOLI MOMUBUPYHOWUX MOOWpPeHuUd
07151 pabomHukos. Cpedu KomopbIx 6bl/IuU BbIOe-

JIeHbl KaKk MamepuasibHble, mak U Hemamepu-
anbHble. OrucaHa cucmema CmuMy/iuposaHust
pabomHUKOB B Makux cmpaHax, kak CoeOuHeH-
Hble LLimamsi AMEpPUKU, SIMOHUS U HEKOmopble
cmpaHb! Esponetickoeo Coro3a. PaccvompeHa
CBA3b  MEXOy Ky/bMypHbIMU — YeHHOCMSIMU
KUMeNMU  0aHHbIX cmpaH U rpednoymu-
Mme/IbHbIMU UMU B8UGaMU MOOWPEHUST. A makxe
usydeHbl Haubosiee xenaemble BUObI Hema-
mepua/ibHbIX MoowpeHuli cpedu PabomHUKo8
amMepuKaHCKUX KomraHutl. OmMeYeHo, Ymo co3-
OaHue achchekmusHoU cucmeMbl MOOWPEHUS,
rpeorosiazaem He MoJ/bKO Bbiriamy fpemu-
&/IbHbIX BO3HaepaxoeHul, HO U criocobcmsyem
3auHMepecosaHHOCMU PabomHUKO8 B pesy/b-
mamax c80e20 mpyda U 8 3Ha4yume/ibHoll Mepe
no6yxdaem ux yyacmsosamb B8 rpoyecce
pazsumusi npednpusimusi. pusedeHHas1 pas-
Huya Mexoy MOHAMUSMU «CmuMyaupyowue
BbIM/IaMbI» U «CMUMy/IUposaHue mpyoda». Pac-
cMompeH Mex0yHapOOHkIU cmaHOoapm ¢huHaH-
cosoli omyem+ocmu IAS 19 «Bo3HagpaxdeHusi
pabomHuKam» U CpasHEeH C YKPaUHCKUMU CmaH-
dapmamu. O6ocHoBaHa HeobxooumMocmb O/
YkpauHbl 8 epeHuMaHuu 3apybexHozo onbima
07151 peweHust umerouuxcsi mpyoHocmed.
KnioueBble cnoBa: yyem Bo3HazpaxoeHul
pabomHukam, Hadbasku, /1b20mbl, rpemMul,
OOWPEHUS.

Y cmammi po3a/15iHymi OCHOBHI iCHyH0Hi BLUGU MOMUBYHHUX 3a0X04EHb 07151 npayisHuKig. Ceped sikux 6y/iu sUdi/IeHi ik MamepiasibHi, mak i HeMamepiasibHi.
JocnioxeHe ykpaiHCbKe 3aKOHOOaBCMBO, a MaKoX Aimepamypa 8kasa/iu Ha me, WO NPeMisi € 4aCmuHOK 3apobimHoi niamu. OnucaHa cucmema
CMUMY/IHOBaHHS MpayiBHUKI8 B8 makux KpaiHax, sik CrioslyyeHi Limamu Amepuku, SnoHist | desiki kpaiHu €sponelickko2o Coro3y. BusisneHo wo 8 yux
KpaiHax Halibi/lbw PO3rMoBCIOOXKEHUMU € HEMamepiasibHe CMUMYJIH0BaHHSI. PO32/15IHYmMO 38'S30K MK Ky/TbMypHUMU YIHHOCMSIMU XUMENSMU YuX KpaiH i
repesaxXHUMU HUMU BUOaMU 3a0X04eHHS1. BusieneHo, Wo 07151 kpaiH 3 6pumaHo-amepuKaHbCKOi MOOe/I/TH0 067Ky HallbaKaHilLUM 3a0X04EeHHSIM € orlama
Has4aHHs1 ma MiosuWeHHs Ksastighikayii pobimHuka. Takox BuBYeHi Halbiibw baxaHi BUOU HEMamepia/bHUX 3a0X04eHb Ccepeod MpayisHUKIB BEIUKUX
amMepukaHCbKUX Komraill. B moli Yac sik 8 kpaiHax 3 KOHMUHEHMa/IbHOK MOOE/I/T0 0B/IiKy Ha nepuie Micye nocmae makuti «6eHeghim>» siK OmpuMaHHsi
qekig Ha rpudbaHHs1 mosapis 8 Ma2asuHax-NapmHepax, a Mamepia/ibHe CMUMYy/I0B8aHHs € 38UYHUM /iuwe 08a pa3u Ha pik neped Pi30s8omM ma HarnpukiHyi
BECHU, 0711 Mo2o Wob pobimHUK Mie d0380/1UMU COGI JIMHIO BIOMYCMKY. SIMOHISt Xo4a i BXo0UMb A0 KOHMUHEHMa/IbHOI Mooesi 067Ky, ane mym €
qimka BIOMIHHICMb Y BaXkaHUX 3a0X04eHHSIX. Tak Ha nepwe micye /151 PoBimHuKig SIMoHil mocmae rik/ysaHHs1 po 300pos's, ase npu YoMy He ¢hiuyHe,
a OyxosHe. Bi03Ha4eHO, W0 CMBOPEHHST eqheKMUBHOI CLUCMEMU 3a0X04EHHST, nepedbayac He mislbku Burn/1amy rpeMia/ibHUX sUHa2opoo, a U cripusie
3ayikagneHocmi NpayisHUKIB y pesy/sismamax CB0€i npayji i 8 3Ha4HIl Mipi CrIOHyKae ix 6pamu yyacmb 8 NPOYEC po3sUMKy nionpueMcmsa. HasedeHa
PI3HUUST MK MOHSMMSAMU «CMUMYJIFOROYI BUM/IAMU» | «CMUMY/TOBaHHS ripaui». Po32/1siHymo MixHapoodHuli cmaHdapm cbiHaHcosoi 38imHocmi IAS 19
«Burniamu npayigHukam» ma fopisHsHUL 3 yKpaiHCbkumu cmaHoapmamu. O6IpyHMoBaHO HEobXIOHICMb 07151 YkpaiHu nepelHsmmsi 3aKopOOHHO20
docsidy 07151 BUPIWEHHST HAsIBHUX MPYOHOWB. [0/108HO MPOG/IEMOIO B YbOMY MUMAHHI 07151 YkpaiHu 3a/1uiaemsCst HU3bKUU piseHb 3apobimHux rniam,
Wo pobums MamepiasibHe 3a0X0YEHHST BirlbU YiHHILWUM 07151 pOBIMHUKIB, 8 Mol Yac siK yBeCh C8im npu3sHas, Wo Ha repuwie Micye HeobxioHo BuBooUMU
HemamepiasibHe CMUMY/I0BaHHS1, OCKI/IbKU caMme BOHO Hece Halibi/ibuly ABOCMOPOHHIO BU200Y, sIK pobomodasyro mak i POBIMHUKY.

KntouoBi cnoBa: 06s1ik BUHa20p0o0 npayisHUKam, Hadbasku, fiyibau, NPEMIl, 3a0X0YEHHS.

Problem statement. In modern conditions of devel-
opment of Ukrainian society, it is very important not to
lose labor force in the country and to be able to prop-
erly stimulate workers to work in our own enterprises. It
should be noted that the stimulation can be both mate-
rial and by providing various non-monetary benefits for
workers. The second type is widely applicable in Europe,
the USA and Japan. But along with this, the question of
choosing an accounting model of labor stimulation costs
arises, because intangible incentives are much different
from the monetary form of incentives. For accounting in
Ukraine, this issue is still quite unexplored.

Analysis of recent research and publications.
The classics such as A. Smith, F. Gilbret, A. Maslow,

F. Herzberg, A. Afonin, R. Owen, D. McGregor, V. Vrum
and others have made significant contributions to the
development of issues related to the motivation of
work. There can be distinguished the researchers in
Ukraine, such as: Mashkov K. E. [1], Kovalenko O. O.
[2], Kovalenko S. V. [2]. Also the research of Robert
Klonoski [3], an American scientist, was considered.

Formulation of the problem. The purpose of the
article is to highlight foreign experience of intangible
incentive and the practice of accounting, considering
the possibilities of borrowing experience for Ukrainian
workers.

Research statement. Today, in addition to the
usual cash bonuses (material incentives), such forms
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of rewards as a package of additional free rewards
are gaining popularity. But such a practice is widely
used only abroad, and in Ukrainian realities the mate-
rial incentives dominate, the practice of non-material
incentives is used mainly in large companies.

Having examined the Ukrainian legislation, it
should be noted that according to Article 97 of the
Labor Code of Ukraine, commercial organizations
determine the amount of wages to employees inde-
pendently. The specific sizes of tariff rates and piece-
rates for workers, official salaries of employees, as
well as allowances, surcharges, bonuses and remu-
neration are established by the owner or his autho-
rized body, taking into account the requirements pro-
vided in part two of this article [4].

Accordingly, the question of the relationship
between cash bonus and wages arises. K. Mash-
kov makes arguments and concludes that the bonus
is part of the salary, since it is part of its structure
(namely, additional salary and other incentive and
compensation payments), but is not included in the
basic salary [1, p. 114]. This thesis means that mate-
rial bonuses can be an additional reward for labor
in excess of established norms, but the question of
stimulating labor remains open.

The studied legislation also indicates that a huge
drawback is the lack of a definition of the concepts of
“incentive payments” and “labor stimulation” in the
legislative framework. Very often this leads to the
fact that in practice the idea of the place of incentive
payments in the organization among employees
and employers often does not coincide. It is impera-
tive to understand the difference between these
concepts. Under the incentive of workers refers to
measures that are aimed at increasing the profits
of the organization by increasing the efficiency and
quality of workers. While the concept of “material
incentives for employees” follows from the need to
increase the profits of the organization. Therefore,
directly on the basis of the profit received, it is pos-
sible to form material incentive funds for workers.
Consequently, the concept of “stimulation” is not
limited only to the material factor, but includes other
forms of encouragement.

Ukrainian legislation also does not provide a clear
list of incentive payments. They can be established
exclusively in the collective agreement or internal
regulatory document of the organization. But, based
on the situation, their design requires detailed study
in order to justify it, since this is connected with tax
risks, very often this moment remains fully unlit. Today,
the most common types of incentives for employees
include: bonuses, medical insurance, social benefits
(payment of meals, training, utilities, rental housing),
financial assistance for the main vacation, payment
for mobile communications.

Returning to foreign experience, international
standards should be considered. So, the main
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standard that defines the procedure for accounting
for employee benefits is IAS 19 “Employee Ben-
efits” [5], while it complements an entirely differ-
ent standard — IAS 26 “Accounting and Reporting
by Retirement Benefit Plans” [6]. In accordance
with 1AS 19 the employee benefits are all forms of
compensation that the company provides employ-
ees in exchange for the services they provide or
termination of the employment agreement. Unlike
Ukrainian standards, IAS 19 demonstrates the
separation of 4 types of pay obligations. There are
short-term, long-term, post-employment and termi-
nation benefits (fig. 1).

Short-term employee benefits according to IAS
19 are divided into groups: wages, salaries, social
security contribution; short-term paid leave; profit
sharing and/or bonuses; non-monetary benefits.
Short-term employee benefits according IAS 19 are
recognized as a liability with a simultaneous accrual
of expenses. At the same time, the following entries
are made in accounting:

1) recognition in accounting of labor costs:

Debit “Personnel costs (labor remuneration)”

Credit “Liabilities for Employee compensation”;

2) payment of employee benefits:

Debit “Liabilities for Employee compensation”

Credit “Cash”.

The United States refers to countries with a Brit-
ish-American accounting model, which means that
the payment of various training courses and the
education of a worker are considered to be desir-
able intangible incentives for workers to work in the
USA. It can be language courses, driver's educa-
tion or even getting a master’'s degree in a chosen
specialty. The professional growth of the employee
is highly appreciated not only by the employer, but
also by the worker himself. By far, the highest level
of employee incentive is the provision of the pos-
sibility of owning, albeit a small, but still a share of
shares. But for this type of incentive, an employee
must meet a number of criteria, for example, the
service life of an enterprise is more than 20 years.
According to an American analytical research [7],
the respondents were top managers of large com-
panies, the desired “benefits” include full health
insurance not only for the worker, but also for his
family (56%) and full payment of the worker’s vaca-
tion (44%). Robert Klonoski approves that “Ben-
efits” are offered to employees because they pro-
mote job satisfaction and increase organizational
commitment [3, p. 53].

EU countries have a continental accounting sys-
tem. An unprecedented model of labor incentives
is very common there; its essence is that the high
level of wages performs the functions of labor incen-
tives. So, with material payments workers in Aus-
tria have only two additional wages per year (in the
winter before Christmas, and in late spring, before
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Employee benefits

Long-term | Short-term Post-employment Termination
Wapes, salaries, Short-term Profit sharing | | Mon-monetary
social security paid leave and/or benefits
contribution bonuses
Fig. 1. Categories of employee benefits
Source: [5]

vacation). Labor efficiency of workers is stimulated
by additional free payments — “Benefits”. Hungar-
ian commercial enterprises have agreements with
supermarket chains, such as Spar, under the terms
of which the best employees of the month have
improved their labor productivity; they receive checks
in the amount of 10,000 — 30,000 Hungarian forints
which can be spent for paying goods in this particular
supermarket chain.

Japan is also a country with a continental account-
ing model, but it uses non-standard forms of synthe-
sis of material and non-material labor incentives in
practice, ensuring the possibility to achieve a rapid
industrial upsurge unknown in Europe and the USA
on a qualitatively different paradigm of social devel-
opment [2, p. 96]. The main advantage among intan-
gible labor incentives in Japan is provided to support
the health of the employee (physical and spiritual),
not only medical insurance, but also the purchase of
membership cards for sports classes, visiting psy-
chologists.

Conclusions from the research. The Ukrainian
workers have significant potential and are recognized
in the world as one of the most hardworking nations.
The level of wages in Ukraine is quite low, and this
leads to the fact that the main form of employee labor
incentives are material rewards such as bonuses. But
the world has proven that intangible incentives are
much more effective. It includes medical insurance,
social benefits, payment for mobile communications
or transport, and more. A properly formed set of “ben-
efits” for employees will not only help in attracting the
best labor force in own business, but also will give a

clear understanding that the motivation of their own
workers leads to an increase in the income of the
enterprise.
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FOREIGN AND UKRAINIAN EXPERIENCE OF EMPLOYEE MOTIVATION ACCOUNTING

The purpose of the article. The purpose of the article is to consider the types of employee incentives for
the enterprise. As well as a detailed study of non-material incentives for workers and, having cited the experi-
ence of the USA, EU and Japan, demonstration of the importance of using this type of motivation.

Methodology. In this study, various methods are used, among which it is necessary to single out a com-
parative method, grouping, systematization and generalization of Internet resources. And also the article con-
sidered a very significant element of the accounting method such as double entry.

Results. The practical significance of the theoretical principles, conclusions and recommendations for-
mulated by the author lies in the fact that they can serve as the basis for understanding the significance of
non-material stimulation of workers. Also, after studying IAS 19, we identified the main types of non-financial
incentives such as: bonuses, medical insurance, social benefits (payment of meals, training, utilities, rental
housing), financial assistance for the main vacation, payment for mobile communications. The experience of
such countries with both a continental accounting model and with the British-American is considered. It was
revealed that while in the USA the payment of training and the development of employee skills is more desir-
able, in the EU countries the emphasis is on the personal needs of the employee. Japanese workers prefer
mental and spiritual health as “benefits.” The importance of non-material incentives is recognized worldwide.
For Ukraine, this experience is very important. So, having overcome the low level of salaries at which the main
motivation today is cash bonuses, Ukrainian companies will need to formulate the most suitable package of
additional benefits that will motivate the employee to increase productivity. It will also help employers consoli-
date the loyalty of their most valuable employees and of course increase their profits.

Practical implications. The study revealed that a properly formed set of “benefits” for employees will not
only help to attract the best workforce in their own business and increase employee loyalty, but also will give a
clear understanding that the motivation of their employees leads to an increase in the income of the enterprise.

Value/originality. It consists in a theoretical generalization of the essence of intangible incentives for
workers and deepening the scientific and methodological provisions of their research. The main results con-
taining elements of scientific novelty are: apparatus for the study of motivation, the study of the relationship
of employee incentives and future income of the company. Determining that the creation of an effective
incentive system involves not only the payment of bonus remuneration, but also contributes to the interest of
employees in the results of their work and significantly encourages them to participate in the development of
the enterprise.
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