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This article highlights the issue of improving management at the enterprise through adopted working
models and modern trends in meeting the needs of the sensitivity of staff motivation. This scientific
study of modern theoretical trends in personnel motivation involves studying the concept from different
directions. Such an interdisciplinary approach allows for a deep understanding of the complex of
factors affecting employee motivation. The proposed practical tasks include the development and
implementation of motivational strategies that meet the set organizational goals. In the course of the
study, it was found that enterprises face the problems of balancing internal and external motivators,
adapting strategies to various demographic groups of employees, and adapting to the evolution of the
nature of work. This article aims to explore the latest theoretical trends shaping this important part of
human resource management.
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JaHa cmammsi Bucsim/Ioe numaHHsi BOOCKOHa/IEHHST MEHEOXMEHMY Ha riorpueMcmsi Yepes npu-
UHsmi poboyi Modesii ma cyqacHi meHOeHUii 3a008071eHHST Mompe6b 8 4ymusocmi Momusayji nep-
COHa/ly, OCKi/IbKU ye HadiliHul croci6 ompumamu MakcuMasibHy npooyKmusHicmb. IHOUBIOyaibHO
KOXHa /Il00uUHa SI8/1sie COBOK0 3aKpumy cucmemy, Wo fMpaytoe 8 MEBHOMY PEXUMI ma Mae baxaHul
pesysibmam. [JosedeHo, Wo y nocmitiHO 3MiHIOBaHOMY cepedoBuLi Yrpas/iiHHs JIKOCLKUMU pecyp-
camu 3a/1uwamucs 8 Kypci Cy4acHUX meopemuyHUX meHOeHYit € Baxx/usuM 07151 NiONpUEMCMS, sKi
rpagHymb ormumizysamu npooyKmuUBHICMb | 320080/1bHUMU NepcoHasl. [aHe Haykose O0C/IIOKEHHS
Cy4acHUX meopemuyHUX meHAeHyiti Momusayii mepcoHasy nepedbadae BUBYEHHS MOHSMMS 3 PI3HUX
HaripsiMig, makux siK rcuxo/1oeisi, coyio/ioaisi, opaHizayitiHa nosediHka ma meopisi MEHEOXMEHMY.
Asmop 2o8opumb, Wo makuti MixxoucyuriiHapHull rioxio 00380/15€ 2/IUGOKO 3p03yMImU KOMII/IEKC
thakmopis, WO Br/IUBaOMb Ha MOMUBAUito CriiBPOBIMHUKIB. 3arnpornoHoBaHi NpakmuyHi 3a80aHHsl,
r1os’s3aHi 3 Yieto Npob/1eMotro, BK/I04aoMb PO3p06KY ma peatizayjito MomusayitiHux cmpameaitl, siki
BiOnosioarms UinisiM opaaHisayii, posyMiHHsI Pi3HOMaHIMHUX rnomped po6o4oI cu/iu ma CMBOPEHHS
Crpusim/uB020 Pobo4020 cepedosuwa, Wo byde nepedyMosoro CmiIliKoi' BUCOKOI MPOAYKMUBHOCMI.
B x00i docrioxeHHs1 3'icoBaHo, Wo nionpueMcmsa CmuKarombCsl 3 npobrieMamu 36a/1aHCyBaHHs1
BHYMPILWHIX | 308HIWUHIX MOMUBAaMOPI8, MPUCMOCYBaHHsSI cmpameaili 00 pi3BHOMaHIMHUxX demMozpa-
hidHUX epyrn criBpobimHuKig | adarnmauyii 00 esosoyii xapakmepy pobomu. Haykosi doC/IOKEHHS
B yili 2anysi 0aromb UiHHy iHehopmayito, IKy MOXHa BMIIUMU 8 MPaKMuyHe 3acmocyBaHHs, npo-
MOHyOHU nidrpueMcmsam OOPOXHIO Kapmy 07151 Hasieayil 8 MOHKOWaX ynpas/iiHHs MOMUBOBaHOK
ma 3a/1y4yeHoro poboyoro cusoto. Omxe, yrpags/iHHs cucmema Momusayii — ye Yimke rnoeoHaHHsI
MamepiasibHUX | HeMamepiasibHUX CMUMYJIIB, W0 BUKOPUCMOBYHOMbLCS 015 MIOBUUWEHHST Momusauyji
MepcoHasly, CMBOPEeHHsT eCheKMUBHUX MeXaHI3MIB B3aEMO3B'A3KY MiX PECYPCHICMIO NMepcoHasty ma
3a0080/1EHHSIM OMPe6 KepPIBHUKIB Midrpuemcmsa 8 Momusayii KopropamusHUX IHMePeCis, & Makox
3 ypaxyBaHHsIM CGhOPMOBaHUX EKOHOMIYHUX YMOB | HasiBHUX pecypcis. Po3a/isio Be/UKOI Kilbkocmi
pe3ysibmamis PisHUX HayKoBUX AoC/liOXeHb y Uit cghepi, cmae 3po3yMisiuM, WO yrpas/iHHs cucme-
MamMu Momusayii 3a3Ha/io Cymmesux mpaHcghopmayit, i Ys cmammsi cripsivosaHa Ha A0C/IiOKeHHsT
0oCMaHHIX meopemuyHUX meHOeHUil, Wo ¢hopMyromb Uto BaXK/IUBY YaCMUHY Yrpag/iHHs NePCOHa/IOM.
KnrouoBi croBa: mMomusayisi, yrpas/iHcbka Momusayis, meopemuyHi HarpsMu, mMomusayis
repcoHasty, meHoeHyli cucmemu yrpag/iHHS, MiorpueMCmBO, opaaHisayisi, yrpas/liHHS, MepcoHarl,
[PO3BUMOK.

Statement of the problem. In the organizational
plan of any organization, it is crucial to recognize
the importance of the human factor or personnel.
This is because the success of an organization is
directly proportional to the productiveness of the
people within it. If the people are not well motivated
to put in the extra input in ensuring the success of
an organization, the organization stands the risk
of fiasco within no time. It is with no doubt that the
experience, knowledge and skills that the people in an
organization own are the most effective competitive
advantage that any organization that is looking
forward to upholding or improving its standing within
the marketplace possibly will possess. It is clear that
employees are the most essential and most important
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assets that any organization may possess, and for
the organization to be successful, it needs to have
the best of the personnel working for the enterprise.

Personnel motivation and valuation has an
important designated part in the management of
personnel, hence this topic is covered in fairly a
lot of scientific papers by researchers in Europe
and around the world. Researchers are however
exploring this topic in different patterns, methods,
focusing on numerous features. Theoretical facets of
motivation, motivational practices, value orientations
of individuals, the fundamentals of motivation trends.

Literature review. The current models
of organizational management necessitate a
comprehensive understanding of the moativation
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systems employed for [8]. The efficiency and
effectiveness of an organization heavily rely on the
motivation levels of its workforce. The theoretical
foundations of the research are the works of
scientists engaged in the study of motivational
issues. According to Adams, Alderfer, Lawler,
Maslow, the factors leading to occupation satisfaction
are distinct and different from those that ends in job
dissatisfaction. Researchers in Ukraine and around
the world, have explored the role of motivation trends
in the strategic development of enterprises, they
include: O. Gerasymenko, M. Albert, P. Armstrong,
J.Atkinson, G. Becker, J. Bruner, V. Vilyunas, Y. Minser,
F. Hedouri, O. Bandurka, N. Bazaliyska, D. Boginya,
A. Bovtruk, V. Vitlinsky, V. Voytko, L. Balabanova.

Formulation of the goals of the article. The
purpose of this work is to Identify and optimize
theoretical trends in the management motivation
system of personnel which pose a critical challenge
for organizations seeking to enhance productivity,
foster employee satisfaction, and achieve long-term
success. Likewise, to find the connection between
theoretical exploration and adaptive management
motivation system that meets the demands of the
contemporary workplace Therefore, managers
who pursue to remove factors that create job
dissatisfaction can bring about harmony, but not
essentially motivation. They will be appeasing their
workforce rather than motivation them.

Main research material. The concept of
motivation, in the initial moment the word motivation
was gotten from the Latin word "movre". Motivation
is the reason of behavior (Isahrabiu, 2018).
An individual’s motivation (consciously or uncons-
ciously) is been driven from his needs. Therefore,
when understanding motivation, it can be established
that motivation or/and need is an inner state, absence

or lack that propels a person to do something. There
is compilation of some definition below;

There is compilation of some definition below
(Table 1).

There are the earliest theories of motivation which
forms the foundation of this work. The Maslow’'s
theory of hierarchy of needs, Herzberg's two factors
theory satisfaction and dissatisfaction findings. Years
has gone by, and new models and theories have
emerged. Hence, there are theoretical trends of
management motivation system that we seek out to
explore; they are:

1. Self-Determination Theory (SDT).

This theory Originated from the works of Deci and
Ryan in the 1980s, Self-Determination Theory (SDT)
and has emerged as a cornerstone in contemporary
personnel management. SDT emphasizes the
intrinsic motivation of individuals, theorizing that

independence, capability, and relatedness are
essential  psychological needs. Organizations
integrating SDT principles into their motivation

systems prioritize creating an environment that
adopts employee autonomy, provides opportunities
for skill development, and fosters a sense of belonging
[1-3]. Ryan and Deci (2000) argued that some goals
are more consistent with satisfying an individual's
basic needs than others. In particular, striving
for autonomous goals may lead to greater need
satisfaction and better well-being, whereas striving
for controlled goals may lead to the thwarting of
one's needs and worse well-being. A key finding from
research on SDT is that more autonomous methods
of motivation are linked to a better performance
on exciting or complex responsibilities. However,
variances between autonomous and measured
motivation are not observed for boring or mundane
tasks [5]. Further, autonomous motivation is positively

Table 1

Author’s Compilation from other researchers

Definition of Motivation

Source

goals defined in the organization's plans.

Motivation is an activity aimed at activating people working in the
organization and encouraging them to work in order to achieve the

Organization management: Textbook, edited
by A.G. Porshneva, Z.P. Rumyantseva, and
Solomatyna. - 2nd ed. — M.: Infra-M, 1998. — P. 73.

Motivation is the prompting of personnel to perform effective,
conscientious activities to achieve the organization's goals, which
consists in determining personnel needs, developing reward systems
for work performed, using various forms of remuneration, and applying
incentives to the effective interaction of subjects of joint activity.

Sladkevich V.P. Motivational management:
a course of lectures. — K.: MAUP, 2001. —
168 p. — P. 5.

activity to achieve the goal.

Motivation involves effort, persistence, and purpose. In practice,
it turns out because of that. that a person makes efforts in the work
process, maintains the necessary pace and tension, directs his own

Hartlow L. Management and Needs. —
New York: Viking, 1985. — P. 4.

to the extent necessary for extended reproduction.

Motivation is the incitement of people to active work, which should
lead to the satisfaction of both personal and social needs and interests | mechanism activity Regional

Kuchynska O.0. It is important, ingredient

No. 3—4, 2002. — P. 84.

group and social goals.

Motivation is an influence on human behavior to achieve personal,

Henkyn B.M. Ekonomyka y sotsyolohyia
truda. — M.: NORMA-Ynfra, 1998. — P. 107

Source: created by the author based on the research of scientific literature
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associated with well-being and job attitudes. Thus,
both autonomous and controlled forms of motivation
may lead individuals to perform a behavior, but
autonomous motivation better satisfies psychological
needs and leads to greater welfare compared to
controlled motivation.

In addition to formal theory development, research
has utilized SDT in a variety of contexts, including
education, organizations, sports and physical
exercise, virtual worlds and media, and interpersonal
relationships. Across these domains, research has
examined how controlling vs autonomy-supportive
environments  affect  functioning,  wellbeing,
performance, and tenacity. This body of applied
research has resulted in significant refinement
of methodologies, such as goal structures and
communication methods, that have shown effective
in creating sustained, volitional motivation.

Various articles by researchers highlight the SDT
framework's different sorts of inquiry, as well as its
generative power for practical concerns in all types
of human organizations. SDT is unique in psychology
because it focuses on the fundamental psychological
tendencies toward intrinsic motivation and integration,
addressing not only the central questions of why
people do what they do, but also the costs and
benefits of various methods of socially regulating or
promoting behavior.

2. Expectancy Theory.

According to expectancy theory, people are
more driven to perform if they know their additional
effort will be recognized and rewarded [6].
Companies that use performance-based pay might
expect to see benefits. Performance-based pay can
tie awards to the number of things staff generate.
As such, attraction, retention, productivity, quality,
participation, and morale may improve. Victor
Vroom's Expectancy Theory continues to shape
modern personnel management motivation systems.
This theory suggests that individuals are motivated
by the expectation that their efforts will bring about

desired outcomes. Organizations implementing
Expectancy Theory principles strive to bring into
line individual and organizational goals, clarify
performance expectations, and ensure that rewards
are perceived as valuable by employees.

Outstandingly, Vroom's expectancy theory is
based on perceptions, thus even if an employer
believes they have supplied everything necessary for
motivation, and even if this works for the majority of
individuals in the professional organization, it does
not mean that someone will not notice that it does not
work for them.

At first sight expectancy theory would seem most
appropriate to a traditional-attitude work condition
where how motivated the employee is depending on
if they want the reward when offered for doing a good
job and whether they believe the more effort will lead
to similar reward.

However, it could similarly spread on to any
circumstances where someone does something
since they expect a certain outcome. Thus, Vroom’s
expectancy theory of motivation is not about satisfying
self interest in rewards but about the connotations
people make towards expected outcomes and the
contribution they feel they can make towards those
outcomes.

3. Goal-Setting Theory:

The breakthrough work of Locke and Latham has
left an indelible mark on personnel management
in the Goal-Setting Theory. In the modern context,
organizations are leveraging on this theory to set
clear and stimulating goals for their employees.
By integrating the SMART principles — Specific,
Measurable, Achievable/Attainable, Relevant, and
Time-bound — into their goal-setting developments,
establishments aim to boost employee performance.
Methodical reaction and credit for goal achievement
contribute meaningfully to nonstop motivation.

4. Job Characteristics Model (JCM)

The Job Characteristics Model (JCM) is a work
design theory that seeks to identify the key factors

Self-Determination
Theory

Competence |—-

Humans' three
basic needs

|— Relatedness

need to be need to have a
effective in close, affectionate
dealing with Autonomy ’ relationships with
environment others
need to control

the course of
their lives

Figure 1. Self-Determination theory
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Figure 2. Vroom’s theory of expectancy

that make a job motivating, satisfying, and engaging
for employees. This model was developed by Richard
Hackman and Greg Oldham in 1976 and has since
become a widely used framework for job analysis
and job design research. The model highlights
key factors such as skill variety, task identity, task
importance, autonomy, and feedback that contribute
to job satisfaction and motivation. Establishments
embracing JCM principles focus on inspiring and
redesigning jobs to enhance the intrinsic motivational
aspects of employees' roles.

There are 5 ways satisfying a job is can be
measured according to these five dimensions:

— Skill variety — This specifies the kind of
abilities and behaviors required to execute the job.
The more an individual is forced to apply a diverse
set of abilities, the more fulfilling the job is likely to be.
Jobs that ask workers to make decisions and solve
problems will frequently become more satisfying than
jobs with tasks that are routine and predictable.

— Task identity — This dimension quantifies the
degree to which an individual can complete an activity
or job in full. Personnel who are able to take an action
from beginning to end are typically more satisfied.

— Task significance — This examines the impact
and influence of an occupation. Jobs are more
satisfying if personnel who believe that he/she
can make a positive change, and are adding real
value to co-workers, the organization, or the larger
community. For example, if a worker is interested in
sports, constructing signs for the cycling would be
more satisfying than constructing signs for a new
business park.

— Autonomy — This determines the level of
individual choice and discretion in a profession. More
autonomy leads to greater fulfilment. For example,
a job might be more fulfilling if people are involved
in decision-making rather than merely being told
what to do.

— Feedback — This dimension assesses the
amount of information a worker receives regarding his
or her performance, as well as his or her ability to see
the impact of the task. The more people are informed
about their performance, the more motivated they will
be to accomplish a good job.

Conclusion. The contemporary theoretical
trends in personnel management motivation systems

underscore the importance of understanding
and catering to the diverse motivational needs of
employees. By integrating theories such as SDT,
Goal-Setting, JCM and Expectancy organizations
can create suitable and effective motivation
systems that determine the personnel productivity,
satisfaction, and overall organizational success.
implementing these theories affords a roadmap for
navigating the intricacies of the modern trends in
workplace and ensuring a motivated and engaged
workforce. Theoretical motivation of personnel is
based on the principles of objectivity, accuracy,
comprehensiveness, accessibility, timeliness,
flexibility, which remain relevant today.
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