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Abstract. Purpose of the research. The purpose of the article is to substantiate the basic theoretical 
provisions of the formation of labor motivation and methodological approaches to its complex 
assessment at the stage of innovative changes in the economy. Methodology. In the course of the research 
general theoretical methods were used: dialectical for knowledge of economic processes; systematic and 
institutional approaches for the implementation of theoretical generalizations and conclusions in 
determining the components of the system of labor motivation and factors of its development, to assess 
the experience of developed countries in the construction of a system of labor motivation in the 
conditions of an innovative model of the economy. Results. The essence and peculiarities of formation 
of the mechanism of labor motivation in the conditions of innovative development are investigated in 
the article. The system of methods, which application will increase the level of motivation of employees, 
is distinguished. The necessity of objective evaluation of the effectiveness of methods of work 
motivation and the system of work motivation using quantitative and qualitative indicators is proved. 
Practical meaning. The proposed methodology of comprehensive evaluation of the system of labor 
motivation can be used in the formation and improvement of the system of labor motivation, taking into 
account the peculiarities of innovative development of the economy and the innovative direction of the 
activities of economic entities. Prospects for further research. The prospect of further research should 
be to improve the socio-economic mechanism of labor motivation in the conditions of formation of an 
innovative model of economy. 

 

Keywords: labor motivation, innovative development, innovative approach to the labor motiva-
tion formation, labor motivation methods, evaluation of the effectiveness of labor motivation methods. 
 

JEL Classification: J24, M21, O33. 
                                                           
1 Pavlo Tychyna Uman State Pedagogical University; Head of the Department of Economy and Socio-Behavioral 

Sciences; ORCID ID: https://orcid.org/0000-0003-0752-6630; e-mail: kirdan_alex@ukr.net.  
2 Pavlo Tychyna Uman State Pedagogical University; Associate Professor at the Department of Economy and 

Socio-Behavioral Sciences; ORCID ID: https://orcid.org/0000-0003-1079-2569; e-mail: garnuk_elena@ukr.net.  
3 Pavlo Tychyna Uman State Pedagogical University; Associate Professor at the Department of Economy and 

Socio-Behavioral Sciences; ORCID ID: https://orcid.org/0000-0002-3224-5008; e-mail: bal8@ukr.net.  

http://eh.udpu.edu.ua/
http://eh.udpu.edu.ua/
https://doi.org/10.31499/2616-5236.1(12).2020.205285
https://doi.org/10.31499/2616-5236.1(12).2020.205285
https://doi.org/10.31499/2616-5236.1(12).2020.205285
https://orcid.org/0000-0003-0752-6630
mailto:kirdan_alex@ukr.net
https://orcid.org/0000-0003-1079-2569
mailto:garnuk_elena@ukr.net
https://orcid.org/0000-0002-3224-5008
mailto:bal8@ukr.net


Economies’ Horizons                            ISSN 2522-9273; e-ISSN 2616-5236 
 

 
34     http://eh.udpu.edu.ua  № 1(12)'2020        Економічні горизонти 

Number of references: 17; number of tables: 1; number of figures: 2; number of formulas: 0. 

 
Формування системи мотивації праці та методичні підходи щодо її 

комплексної оцінки на етапі інноваційних змін 
 

Олександр Петрович Кірдан1, к. е. н., доцент 

Олена Анатоліївна Гарник2, к. е. н., доцент 

Анатолій Леонідович Бержанір3, к. соц. н., доцент 
 

Стаття надійшла: 02.02.2020 
Стаття прийнята: 05.03.2020 

Kirdan O. P., Harnyk O. A., Berzhanir A. L. System arrangement of labor motivation 
and methodological approaches to the comprehensive assessment during the stage 
of innovative changes. Економічні горизонти. 2020. № 1(12). С. 33–42 DOI: 

10.31499/2616-5236.1(12).2020.205285.  

 

Анотація. Мета дослідження. Метою статті є обґрунтування основних теоретичних поло-

жень формування мотивації праці та методичних підходів щодо її комплексної оцінки на етапі 

інноваційних змін в економіці. Методологія. У процесі виконання дослідження використано за-

гальнонаукові теоретичні методи: діалектичний – для пізнання економічних процесів; системний 

та інституційний підходи – для здійснення теоретичних узагальнень та висновків під час визна-

чення складових системи мотивації праці та чинників її розвитку, для здійснення оцінки досвіду 

розвинених країн світу щодо побудови системи мотивації праці в умовах інноваційної моделі 

економіки. Результати. У статті досліджено сутність та особливості формування механізму мо-

тивації праці в умовах інноваційного розвитку. Виокремлено систему методів, застосування яких 

впливатиме на підвищення рівня вмотивованості працівників. Доведено необхідність об’єктивної 

оцінки результативності методів мотивації праці та системи мотивації праці за допомогою кіль-

кісних і якісних показників. Практичне значення. Запропонована методика комплексної оцінки 

системи мотивації праці може буде використана під час формування та вдосконалення системи 

мотивації праці, з урахуванням особливостей інноваційного розвитку економіки та інноваційного 

спрямування діяльності суб’єктів господарювання. Перспективи подальших досліджень. Перспе-

ктиви подальших досліджень. Перспективою подальших досліджень має стати удосконалення 

соціально-економічного механізму мотивації праці в умовах становлення інноваційної моделі 

економіки. 

 

Ключові слова: мотивація праці, інноваційний розвиток, інноваційний підхід до форму-

вання мотивації праці, методи мотивації праці, оцінка ефективності методів мотивації праці. 

 

Кількість джерел: 17; кількість таблиць: 1; кількість рисунків: 2; кількість формул: 0. 

 
1. Introduction. 
In our modern society, any change is a 

necessary factor in the socio-economic system. 

Changes occur in every system of socio-eco-

nomic development and, accordingly, bring 
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about shifts that build a competitive environ-

ment. It is innovative changes that determine 

the cyclical nature of socio-economic evolu-

tion. Therefore, the evolutionary process in the 

economic system occurs through the  
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innovation process. Technological innovations 

stimulate the modernization and technical re-

structuring of society. Innovators represent the 

mechanism of ways of development of socio-

economic system. 

A necessary condition and objective need 

for innovative changes is, first and foremost, 

the activation of the human factor, which is 

achieved through the formation of a new pro-

gressive system of work motivation, which is 

based on the integrated use of social-psycho-

logical, economic, organizational-administra-

tive, technological and innovative methods of 

motivation . In the conditions of increasing in-

tellectualization and innovativeness of work, 

methodological approaches to the complex 

evaluation of the system of motivation of work 

are improved, which allows to evaluate mod-

ern tendencies and peculiarities of its for-

mation at macro-, meso-, microeconomic lev-

els and influence on social and labor relations 

in conditions of innovative economic develop-

ment. 

2. Literature review. 
The basis of modern scientific ideas 

about work motivation and its components are 

laid by the works of world-renowned scien-

tists, such as: A. Maslow (1943), E. Mayo 

(1946), F. Taylor (1947), D. McGregor 

(1960), J. Adams (1963), F. Herzberg (1966), 

V. Vroom and A. Jago (1988), D. McClelland 

(1987) and others. Significant contribution to 

the study of problems of formation of new (in-

novative) labor motivation and evaluation of 

the effectiveness of methods of motivation of 

work were the scientific works of Ukrainian 

researchers, in particular: L. Koval (2002), 

M. Semykina and L. Koval (2002), O. Hrish-

nova (2004), D. Bohynia (2008), A. Kolot 

(2008), M. Semykina (ed.) et al. (2012) and 

others. 

3. Methods.  

The theoretical and methodological basis 

of the study is the dialectical methods of cog-

nition of economic processes, systemic and in-

stitutional approaches, which provide for the 

study of phenomena in their constant develop-

ment and interconnection and to ensure con-

ceptual unity of research. For the theoretical 

substantiation of the essence of the concept of 

“system of labor motivation” were used meth-

ods of logical generalization and analogy, and 

in determining the components of the system 

of labor motivation and factors of its develop-

ment in the conditions of innovative model of 

economy methods of system analysis, classifi-

cation, comparison. 

4. Research objectives. 

Increasing competitiveness on the basis 

of mastering the innovative model of develop-

ment requires progressive shifts in the devel-

opment of productive forces of society, which 

is impossible without radical changes in the 

paradigm of work motivation, because the ex-

isting system of motivation remains ineffec-

tive, contrary to the goals of innovative devel-

opment, increasing the competitiveness of en-

terprises. Therefore, in the conditions of 

innovative development of the economy, there 

is a need to deepen scientific research in the 

direction of substantiation of new factors, 

mechanisms and peculiarities of labor motiva-

tion and to improve methodological ap-

proaches to a comprehensive assessment of its 

system of functioning, which are based on the 

isolation of methods of labor motivation and 

relevant groups of its indicators. 

In the modern scientific literature, the is-

sue of work motivation has been considered 

quite broadly, but the problem of forming a 

new (innovative) work motivation and evalu-

ating the effectiveness of its functioning can 

not be fully resolved. Therefore, there is a need 

to identify the peculiarities of the formation of 

labor motivation in the conditions of innova-

tive development of the economy and to im-

prove methodological approaches for evaluat-

ing its effectiveness at the stage of innovative 

changes, which leads to effective work, imple-

mentation of scientific and technological pro-

gress, the development of creative activity of 

workers to meet the individual and society 

needs. 
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5. Results and discussions. 

In the process of innovative changes that 

are taking place in Ukrainian society, a  

necessary objective need is the formation of a 

new system of work motivation. The imple-

mentation of an innovative model of develop-

ment requires the creation at the state level of 

appropriate systemic conditions for progres-

sive motivation and stimulation of labor activ-

ity of the population. 

The process of forming a new (innova-

tive) work motivation cannot be subordinated 

to the general scheme of labor motivation, but 

must have its specific features. After all, the 

motivation of work in the conditions of inno-

vative changes, which are based on the flow of 

innovations, technological improvement, pro-

duction and export of high-tech products, on 

intellectualization, implies increasing de-

mands on employees: for meaningful work; 

manifestation of independence; aspiration for 

creative self-realization; initiative; striving for 

knowledge and creation of new (purely  

cognitive and creative needs) (Semykina and 

Koval, 2002). 

The motivation of work in the conditions 

of innovative development is based on the ne-

cessity of rationalization of production, servic-

ing, management processes on the basis of im-

provement of functional and production struc-

tures, increase of efficiency of use of 

personnel, information, financial, material re-

sources, restoration of production-technical 

and engineering base. 

Synthesizing various approaches to the 

interpretation of work motivation in terms of 

innovative development, it can be argued that 

its content corresponds to the general patterns 

of «work motivation» and has its specific fea-

tures. In this regard, it is advisable to identify 

and compare two approaches to the formation 

of work motivation: the traditional approach 

used in the era of industrial economy; an inno-

vative approach focused on the formation of 

work motivation in the conditions of innova-

tive development (Table 1). 

Table 1. Comparative characteristics of traditional and innovative approaches to the  

formation of labor motivation 
Criteria Traditional approach Innovative approach 

The salary level 

Salary itself is a strong motivator. Salary in-

crease occurs in connection with the general or-

ganizational development and not depending on 

those results which are reached by a particular 

worker. At the same time there are no signifi-

cant differences in salary between effective and 

ineffective employees. 

Work done well is adequately regarded there by im-

proving the efficiency of other tasks. Workers mak-

ing the largest contribution to the strategic goals of 

the organization deserve the greatest reward. Salary 

increase is carried out not by “equalizing” and var-

ies depending on the results which are reached by a 

particular employee. 

Results of the 

company 

They are the simple sum of results of each of 

the employees. That is, if each of the employees 

reaches the individual (usually quantitative) ob-

jectives, goals of the company will be automati-

cally achieved. 

They are directly dependent on the interaction be-

tween employees, team work and not only on the 

individual achievement. 

Delegation of 

authority 

It involves a partial or complete waiver of such 

technology as delegation of authority. 

Delegation of authority frees the head from opera-

tional management process, increases the motiva-

tion of employees, raises the level of efficiency of 

the company response to external factors and pro-

vides more freedom in achieving organizational 

goals. 

Career  

management 

It involves promoting an employee up through 

the ranks of the company (“vertical career”). 

It involves the promotion of employees within the 

organization not only up through the ranks but also 

from one unit to another company (“horizontal” or 

“matrix” career). 

Corporate  

culture 

It is implemented on the basis of traditions 

formed in many enterprises. This approach does 

not imply the need to deal specifically with the 

formation and management of corporate culture 

as a whole. 

It implies purpose full formation of ideas, opinions 

and fundamental values shared by members. Also, 

values define styles of behavior, styles of communi-

cation with colleagues and clients, the level of mo-

tivation, activity and others. 

Source: compiled by the authors. 
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In a general sense, work motivation in the 

context of innovative development is a process 

of encouragement aimed at creating new 

things in science, economics, the arts (as well 

as in any other sphere). In this regard, the work 

of staff in an innovative environment, charac-

teristic of modern business conditions, can be 

considered as a combination of a regulated and 

innovative component. 

With the acquisition of innovative, intel-

lectual character in the motivational sphere of 

personality, the need for self-fulfillment and 

the desire to reveal one’s personality comes to 

the fore. People are interested not only in en-

couraging the initiation and introduction of in-

novations or material rewards that carry the 

success of an idea, but to a large extent the con-

tent of the activity itself. Such a situation, 

when the desire for self-realization, creative 

achievements comes from the employee him-

self, and not from the «external factor» is de-

termined by the most effective method of rais-

ing labor in the conditions of innovative 

changes of the economy (Semykina (ed.) et al., 

2012). 

Regardless of how work motivation is 

considered in terms of innovative develop-

ment, most researchers (Bohynia, 2008; Kolot, 

2008; Koval, 2002; Bakulina, 2015) empha-

size its features: intelligence, professionalism, 

innovative character, activity, creativity, crea-

tivity, initiative, self-development, and also 

that it needs more freedom of the employee 

both in the performance of their work tasks and 

in the management of their own actions. All 

this requires the development of the individ-

ual, the enrichment of its value-motivational 

sphere and specific methods of managing it. 

Based on the above, the essence of the 

concept of work motivation in terms of inno-

vative economic development, in our opinion, 

is the process of interaction of objective and 

subjective factors and the use of innovative 

(non-traditional) methods of influence, which 

encourage the activity of creative content 

aimed at creating innovative products, ser-

vices, organizational forms of their use, intro-

duction of new technologies and innovations 

to ensure the quality of workforce, competi-

tiveness of labor. 

Methods of work motivation – a set of 

techniques and methods of encouraging em-

ployees to achieve the goals of the organiza-

tion on the basis of reconciliation of their goals 

and objectives of the organization through 

continuous research and activation of the 

structure of work motives. These methods, 

based on the laws and laws of management, in-

volve the use of various techniques of influ-

ence on staff to enhance its activities. 

On the basis of generalizations of differ-

ent scientific approaches, we propose to distin-

guish five main groups of methods of work 

motivation – social-psychological, economic, 

organizational-administrative, technical-tech-

nological, innovative methods. All these moti-

vation methods are interrelated. 

Recently, along with such common 

standard methods of motivation as wages, bo-

nuses, gratitude, innovative, so to speak, non-

standard methods of motivation are emerging. 

Non-standard types of work motivation in-

clude such as: positive psychological climate 

in the company; favorable physical working 

conditions (e.g. cleanliness in the office, com-

fortable workplace, modern equipment, etc.); 

convenient location of the office; paid lunches; 

shorter working day; providing opportunities 

to study and improve their skills, internal cor-

porate trainings; career opportunities in the 

company; availability of a career plan for em-

ployees; greetings from the company: official 

holidays, birthdays; regular competitions for 

the best employee, etc. 

Therefore, it is important to understand 

that during the formation of work motivation 

in the conditions of innovative development it 

is necessary to use and introduce stable and 

timely material incentives; promotion of im-

provement of skill, qualification of employees; 

consideration of individual features of work 

motivation; empowerment and professional-

ism; independence and autonomy of employ-

ees; respect for the individual, stimulation to 

search for new, promising ideas for  
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improvement of activity and material (moral) 

encouragement of creativity in the workplace. 

The basis for building a system of work 

motivation is formed at three levels: at the en-

terprise or organization level, at the regional 

level and at the state level. The basic principles 

of construction of this system are, on the one 

hand, the formation of higher-level needs of 

employees for the formation of factors of in-

trinsic motivation (human needs, interests, val-

ues, national mentality, initiative, professional 

skill), and on the other – creating favorable 

conditions for achievement goals of the organ-

ization as a whole by identifying and meeting 

the needs of employees (internal factors – or-

ganizational-economic, social-psychological, 

intellectual (educational-cultural) and innova-

tive). 

The compliance with the above  

requirements of building a system of motiva-

tion of work, encourages employees to be ac-

tive in order to achieve this goal and allows to 

ensure a dynamic balance between the results 

of work and remuneration, between the needs 

of different groups of stakeholders in the en-

terprise. 

Summarizing the above, we have reason 

to argue that the system of motivation of work 

in the conditions of innovative changes in the 

economy is characterized by the most com-

plete form of organization of motivation, 

which is a set of elements whose role is played 

by motivation methods and interacting internal 

factors (at the level of the individual), which 

are formed under influence of external factors 

acting at the micro, meso-, macroeconomic 

levels and stimulate the activation of creative 

content and aimed at creating innovative prod-

ucts, services, body insulation forms of their 

implementation and use (Figure 1). 

Fig. 1. Conceptual diagram of labor motivation in terms of the innovative economic  

development 
Source: developed by the authors. 
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In order to determine the effectiveness of 

the system of labor motivation in the condi-

tions of innovative changes in the economy, it 

is necessary to carry out its evaluation and to 

define a system of indicators. Assessment of 

work motivation is to determine the extent to 

which each employee achieves the expected 

results of work and meets those requirements 

that come from his production tasks (Figure 

2). 

A meaningful assessment of work moti-

vation is possible provided appropriate meth-

ods are used. In modern scientific literature, a 

considerable number of methods are proposed: 

methods of statistical analysis; sociological 

methods (surveys, experiments, observations, 

sociographic method); economic and mathe-

matical methods; classification and analytical 

methods; graphical-analytical, etc. These 

methods provide information about the level of 

achievement of the goals of the enterprise and 

employees (Kolot, 2008). 

There are two types of methods of evalu-

ation of work motivation: self-assessment and 

complex (external) assessment. Allocate in the 

model of forming a system of integrated work 

motivation to achieve the final results of activ-

ity (as an object of quantitative and qualitative 

assessments of staff): professional qualities 

and activity of the employee; activity of the 

head; the activities of the team; interconnec-

tions (consumers, employees, executives) mo-

tivation of behavior (Ageev, 1984). Self-es-

teem is carried out by the worker himself on 

the basis of his own idea of life goals, work 

activity, his values for the enterprise. 

The content of the evaluation of work 

motivation consists in the assessment of the 

personal qualities of employees (object, crite-

ria), the evaluation of work (measuring and es-

timating labor costs over time, assessing the 

complexity of work and content of work) and 

the evaluation of work results (direct results, 

side results). However, in order for the system 

of evaluation of work motivation at the enter-

prise to be effective, during its implementation 

it is necessary to carry out an assessment of 

employees’ business qualities, complexity of 

their functions and results of work, etc. 

Staff evaluation has two functions: an 

orientation, which is that each employee, 

through self-assessment and evaluation by the 

team, managers, consumers, etc., is aware of 

his / her status and behavior and is able to de-

termine the directions and ways of further ac-

tivity. The incentive function is that it gener-

ates in the employee experiences of success or 

failure, confirming the correctness or falsity of 

behavior, encourages him to act in the right di-

rection. 

The process of managing the motivation 

of work at the enterprise should be carried out 

on the basis of a set of indicators that qualita-

tively and quantitatively reflect its level. The 

indicator refers to the qualitative and quantita-

tive assessment of the processes and phenom-

ena of the environment. The qualitative side of 

the indicator reflects the content of phenomena 

or processes in specific conditions of place and 

time, quantitative – the size, absolute and rela-

tive value. Thus, an indicator is a qualitative 

and quantitative characteristic of an object, ex-

pressed by a number that indicates its proper-

ties. 

However, there are some problems asso-

ciated with measuring work motivation: the 

need to use different indicators; the presence 

of a large number of factors that influence 

work motivation with varying strengths and 

sometimes in opposite directions; the variety 

of forms and ways of manifesting work moti-

vation, both objective and subjective; the dif-

ficulty of drawing a line between work moti-

vation as a socio-economic and socio-psycho-

logical category. It should be emphasized that 

the motivation of the work of a particular col-

lective, social group, subjects and objects of 

management is expressed in two forms: in 

thoughts and judgments (the so-called verbal 

motivation of work) and in the real behavior of 

people. Accordingly, there are two types of in-

dicators of evaluation of work motivation: sub-

jective and objective (Shershniova, Bahatskyi 

and Hetmantseva, 2007).
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Objective quantitative and qualitative in-

dicators are required to evaluate the effective-

ness of work motivation methods and work 

motivation systems at the micro, meso- and 

macroeconomic levels. Quantitative metrics 

represent the absolute dimensions associated 

with measuring the size of a set of objects (el-

ements). The baseline for obtaining quantita-

tive indicators is regulatory, planning, ac-

counting, and analytical information. 

Qualitative indicators determine the level 

of development of the process, qualitative fea-

tures of the phenomena, patterns of their devel-

opment (the degree of use of social work, pro-

duction resources, productivity growth, profit-

ability of enterprises, etc.). Sociometric and 

sociological surveys are commonly used to ob-

tain qualitative indicators. 

Qualitative and quantitative indicators 

are substantiated by technical and economic 

indicators. They reflect the level of use of nat-

ural resources and labor, as well as provide a 

scientific basis for the location of industries 

and industries. 

To assess the effectiveness of the system 

of work motivation at the macro and meso- and 

macroeconomic levels, we have developed a 

system of indicators that characterize the com-

plex and systemic impact on the management 

object: economic indicators; organizational 

and administrative indicators; socio-psycho-

logical indicators; educational and cultural  

(intellectual) indicators; indicators of innova-

tion activity. 

The comprehensive scorecard captures 

the key dimensions of motivational support for 

work and allows to detail the real composition 

of the employee’s needs, their hierarchy and 

the ability to influence and manage them in the 

context of overcoming problems and identify-

ing ways to build a socially oriented innovative 

national economy. 

6. Conclusions.  

Our study suggests that the system of 

work motivation in the conditions of innova-

tive development of the economy should be 

considered as a process of interaction of objec-

tive and subjective factors and the use of inno-

vative methods of influence that encourage the 

creative activity of workers, considering them 

as active subjects of innovation changes. This 

approach allows to systematize methods and 

approaches to comprehensive assessment of 

the system of work motivation, which is based 

on the separation of organizational, economic, 

socio-psychological, intellectual and innova-

tive subsystems of indicators. structure of em-

ployment, analyze their dynamics, determine 

the degree of interdependence of structural 

shifts within the labor market and the ability of 

existing systems EMI motivation to be the 

driving force behind the economic behavior of 

the employee, to induce him to effectively 

work, innovation to meet individual and social 

needs. 
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