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The article is devoted to the analysis of the influence of personnel motivation on organizational culture.
An effective system of motivation contributes to the achievement of high productivity in the organization and to the
effectiveness of the company. The study substantiates that the system of motivation of the organization's personnel
has a direct impact on its organizational culture. A method for determining the motivational profile of the company
is proposed. It allows to determine the level of both material and non-material motivation of employees. It is proved
that in Ukraine material motivation is of the greatest importance for employees. The relationship between the level
of non-material motivation in the organization and the level of its organizational culture is studied. Measures are
proposed to possibly improve the system of non-material motivation of personnel, which will increase the level of
organizational culture of the company.
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CratTa npucBsyeHa aHanisy BnavBy MOTMBALi NepcoHasy opraHisauii Ha 1i opraHisauiiiHy Kynstypu. Edek-
TMBHA cMCTemMa MOTWBALl, nepw 3a BCe, CNPUAE LOCATHEHHIO BUCOKWUX MOKa3HWKIB MPOAYKTMBHOCTI Mnpaui B
opraHisadii, Lo, B CBOK uepry, NMO3UTUBHO BMN/MBAE Ha e(EKTUBHICTb AiANIbHOCTI KOMMNaHii B LifIOMYy. Takox Bax-
IMBMM acnekToM [Ans AOCSArHEHHs YCNiXy opraHisalii € 3a6e3neyeHHss BUCOKOrO PiBHS Ti opraHi3auiiHoi Ky/ibTypu.
TOMYy MEHEMKMEHTY Cy4dacHMX KOMMNaHin NOTPIOHO po3rnsgaT NUTaHHSA 3anpoBaKEHHS 3axofiB LoA0 BAOCKO-
Ha/IeHHs opraHi3aLiiiHoi KynbTypu. Cepef Takux 3axofiB 0CO6MMBY poO/b MOBMHHA 3aliMaTi MOTMBALiS NepcoHa-
Ny, OCKi/IbK/ piBEHb OpraHizauiiiHoi Ky/bTypu B GiMbLUi Mipi 3a/1€XWUTb Bif, CPUAHATTS LiHHOCTENW, TpaauLin Ta
iHLUKMX T KOMMOHEHTIB NpauiBHYKaMy opraHisauii. ¥ gocnimkeHHi o6rpyHTOBaHo, Lo cucTeMa MOTMBaLii nepcoHa-
Ny opraHisavji Mae npsiMuii BIAMB Ha i1 opraHisauiiiHy KynsTypy. BusHauyeHo, Lo Ansi JOCSATHEHHS BUCOKOTO PiBHS
opraHizauiiHoi KynbTypy HeobXiHO NiABULLYBAaTK AOBIpY NEPCOHaTY A0 KePIBHMLUTBA Ta Koser, OyayBaTi e(peKkTUBHI
KOMYHiKaL,ii B KO/IEKTUBI, HaAaBaTu NpaLiBHUKaMU MOX/MBICTb 3anpoBaiKyBaTy BAACHI iHILATUBK, YHUKATN PI3HANX
NpOosBIB ANCKPUMIHAL,ii. 3aMPONOHOBAaHO METOZ BU3HAYEHHS MOTUBALLIIHOTO NPOMIf0 KOMNaHii, AKWiA L03BONSIE BU3-
HauUTV piBEHb AIK MaTepiasibHOI, Tak | HemaTepiasibHOT MOTUBAL,T NpauiBHUKIB. BiH 6a3yeTbca Ha NPOBeAEHHI ONuTy-
BaHHA NpauiBHUKIB Ha NPeAMET iX 3a0BOJIEHICTIO PI3HUMY acnektaMmn — NepB1HHUX NOTPEG, CUCTEMM YNPaBiHHA B
opraHisadii, MOX/MBICTIO camopeaUtidav,i Towo. JloBefeHo, WO B YKpaiHi HalbinbLUe 3Ha4YEeHHS 4151 NpauiBHUKIB Mae
mMartepiasibHa MoTuBaL,is. PO3rNAHYTO OCHOBHI e/leMeHTN HeMaTepiasibHOT MoTuBaLii. [JocnimpKeHO B3aEMO3B’'A30K
MiX piBHEM HemaTepiasibHOI MOTVBaLi B OpraHizauji Ta piBHeM ii opraHisauiliHoi Ky/ibTypu. 3anponoHoBaHO 3axoam
LLOA0 MOX/IMBOrO BAOCKOHA/IEHHA CUCTEMU HemaTepiasibHOT MOTMBALi nepcoHasy, ki 403BONATL NiABULLYBaTH
piBeHb OpraHi3aLiiHoi KynbTypu KomnaHii. Cepef HUX BUOKPEMJIEHO pekoMeHAaLil LWoA0 CTBOPEHHS MO3UTUBHOT
CUCTEMM KOMYHIKaLiil B OpraHisauii, BAKOPUCTaHHS MCUXOOTNIYHMX METOAIB A4/151 BUPILLEHHS AWUCKYCIHMX MUTaHb Ta
KOHCNIKTIB, NPOBEAEHHA KOMaHA0YTBOPIOKUNX 3aX0/iB TOLLO.

KniouoBi cnoBa: MOTMBaLjisl, opraHisauiiHa Ky/nbTypa, MaTtepiasibHa MOTVBalisl, HeMaTepiasibHa MOTuBaLis,
MoTUBaUiliH1I Npodifb.

CraTbsl NOCBSLLEHA aHaNN3Y BAMSHIS MOTUBALM NMepcoHana Ha OpraHu3aLyoHHYI0 KynbTypy. SdekTMBHas
cucTemMa MOTMBALIMM COCOBCTBYET JOCTUXEHUIO BLICOKMX NoKasaTesneli Npou3BoAnTENIbHOCTM TPy4a B opraHu3a-
LN 11 NIOMOXUTENBHO BUSET Ha 3DGIEKTUBHOCTL AEATENLHOCTU KOMMAHUM B Lie/IOM. BaxHbIM acnekTom ans fo-
CTWXEHUS ycrexa opraHusaLim SBseTcs o6ecneyeHme BbICOKOTO YPOBHS ee OpraHu3aLMoHHOl KynbTypbl. Mpea-
naraetcsi METOAMKA onpeeneHns MOTMBaLMOHHOMO Npodinis KomMnaHuu. OHa No3BOMSIET ONpeaeMTh YPOBEHb Kak
MaTepuasnibHOl, Tak U HeMaTepuasibHO MOTMBALMM COTPYAHMKOB. [JoKa3aHo, UTo B YKpauHe HanbonbLiee 3HadeHne
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AN1s1 COTPYAHVKOB MMEET MaTeprasibHasi MOTUBaLMs. 13yueHa B3aMMOCBSI3b MeX/ly YPOBHEM HeMaTepuasibHoi Mo-
TWBALMM B OpraHM3aLmmn 1 ypoBHEM ee OpraHn3aLVoHHON KynbTypbl. MpeanoXeHbl MeponpusTiisi Mo BO3MOXHOMY
COBEPLLEHCTBOBAHMIO CUCTEMbI HEMATEPUASILHO MOTUBALN NEPCOHAA, YTO NOBbLICUT YPOBEHb OpraHnU3aLMoHHON

Ky/I6TYPbl KOMMaHWN.

KnroueBble cnoBa: moTvBauus, opraHusauynoHHasa Kysnbtypa, MatepunasibHasa MmotmBauus, HematepuasibHasa Mo-

TVBaLWS, MOTMBALIMOHHBI NPodnsIb.

Problem statement. A company with an
effective organizational structure should build
trustful relations with employees based on mutual
respect and fulfilment of mutual obligations.
Both company and its employees should share
common values consciously and in good faith
to fulfill their obligations towards each other.
Improvement and successful implementation of
the motivation system in the company can create
a wide range of opportunities for a company as
well as increasing the level of organizational
structure.

Motivational issues in the workplace can
originate in management as well as ground-level
employees. Issues affecting motivation range
from inadequate tools to achieve company goals
to a simple lack of employer acknowledgment of
worker achievements. Changing the motivational
climate in a company requires careful attention
to identify the issues affecting workers and
determine the root cause of these problems.

The connection between the system of
motivation, employees’ final operational results,
and improved level of organizational culture is
extremely tight. Thus, an appropriate and effective
motivation system that leads to increasing the
organizational culture is required in the company
and should be associated with the world standards
for the company to stay competitive enough in the
constantly developing market.

Analysis of recent research and publi-
cations. The issue of personnel motivation is
deeply explored and examined by a wide range
of scientists, the increased level of innovational
development around the world creates the urgent
need in introducing fresh ideas and methods
connected with the motivation of human beings
in order to prevent the fatal situation when high-
tech innovations replace people. The issue
of motivation in the companies is not novel.
For instance, it was deeply investigated by the
following range of scientists and economists:
O. Prodius, M. Oleksiiev [1], N. Bohatska [2],
O. Vlasenko, Yu. Charykova [3], S. Haiduchenko
[4] etc.

The purpose of introducing an effective system
of motivation in the company usually leads to
increasing the efficiency of personnel. Evaluation
of the motivation system is done by calculating

performance indicators. However, at the same
time, successful motivation of employees leads
to improve the socio-psychological climate in the
organization, reduce conflict, increase respect
and trust to the leader and in the team as a whole,
the emergence of common values and traditions
in the organization. That is, it is possible to say
that an effective system of motivation can be one
of the factors in improving organizational culture.

A number of domestic and foreign authors
adhere to this point of view in their research.
There are T. Blyzniuk [5], H. Yusof [6],
K. Budiyono [7], O. Kharchyshyna [8], M. Taslim
[9], N. Liubomudrova [10], etc. In their works,
they emphasize that the choice of an appropriate
system of motivation in the organization and
its continuous improvement, based on the
characteristics of personnel can lead to an
increase in the level of organizational culture. But
at the same time, they did not suggest practical
recommendations for assessing the motivation
system based on personnel satisfaction. Based
on their publications, it is possible to say that
companies should assess the current motivation
system on material and non-material aspects
and develop it in order of organizational culture
improvement.

Formulation of the goals of the article.
The purpose of the article is to create the
assessment system of motivation in a company
and investigate its influence on the organizational
culture.

The main research material. The interaction
between employees in the company should be
built on respect for the individual and focus on
the result so as to successfully solve professional
problems, provide conditions for professional and
personal development and maintain constructive
relationships in a team.

The company should develop a culture of
efficient corporate communications based on
trust and team spirit, encourages constructive
initiatives of employees, and provides oppo-
rtunities for their implementation. The company
should not allow discrimination by national,
sexual, age, cultural or other signs.

The level of motivation can be determined
using different techniques [11]: the complex
test “Structure of labor motivation”, motivational
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profile, methods of F. Herzberg, typological
model of V. Gerchikov.

For the determination of motivation level,
V. Gerchikov's model was chosen [12]. This
model allows the company to identify the most
and least effective methods of motivation. This
technique also allows to get quite voluminous
results and characteristics, but at the same time
is available for manual processing of the results
of the survey.

Characterization of types of incentives is
based on the division of questionnaires on
3 large blocks, each of which allows the company
to receive information about a particular
direction of stimulation. Block 1 reflects the
level of satisfaction of the primary needs, which
is manifested both in the forms of material
and in the forms of non-material incentives.
Block 2 shows the guiding aspect and the
significance of its influence on employees of
the organization, which is expressed in such
characteristics as the need for management,
confidence in the preservation of the workplace.
Block 3 allows the company to see the needs of
workers in self-realization and the disclosure of
their own capabilities and abilities.

As a result, it is possible to develop the
motivational profile in the company and make
the decision about the efficiency of motivation.
The motivational profile contains the elements of
material motivation and non-material motivation.

Employees express a desire to increase
wages, but this is a natural moment of economic
relations. In Ukrainian companies, material
motivation plays a vital role because of the low
level of population income level. At the same
time, the non-material motivation is manifested
in the interest of workers in the work, which is not
supported by cash for them.

The results of processing make it possible
to see that in a company with not strong
organizational culture, the non-material system of
motivation is weakly developed: people do not see
career growth opportunities, they cannot always
be realized as professionals, the communication
field of interaction is rather weak, people do not
develop communication and cannot always build
a dialogue, which manifests itself in the inability to
solve organizational problems together.

So, itis possible to conclude that for improving
the organizational culture companies should
improve the system of non-material motivation
of personnel. The proposed measures are
following:

— to create a personnel reserve that will
stimulate workers, as they will see real prospects

forthemselves, which entails anincreaseinwages.
Based on the fact that the majority of employees
are focused on monetary remuneration due to
the results of their work, then this form of non-
material incentives will also involve mechanisms
that are able to influence underclass types, which
dominate among the employees;

— to create a communication field that will
involve in the process of communication and
provide the necessary interaction. Employees
will feel close to the process of resolving
issues, which will give them the opportunity
to feel the importance, to receive recognition
of professionalism through an expression of
approval from the management when solving
various issues. Such an event is very important,
because recognition, the value of work, the
knowledge that they can bring to the production
process are important for employees;

— to develop a system of competitions that
will allow employees of all categories to receive
bonuses, possibly providing material rewards,
and therefore the orientation in this event takes
into account the focus on employees of all types
and the expansion of the currently existing
motivation systems.

Creating a field of communication will allow
the company to find points of contact and to
maximally improve the moral and psychological
climate in the team, which lead to improving the
organizational culture.

To ensure interaction, it is recommended
to allocate a special room where people can
relax, spend their free time, discuss problems.
To resolve conflicts and prolonged psychological
pauses, which are caused by the negative
attitude of employees towards each other in
some cases, it is recommended to put into
practice regular team meetings. Such meetings
at the present time are planning meetings or
“five-minutes meetings”, for which too little time
is allocated, which does not allow solving rather
large problems and questions. At meetings,
employees can discuss problems, solve basic
issues, receive information “first-hand” from
managers, and not speculate on thinking that, as
a result, in most cases leads to some omissions
and problems.

The system of competitions will allow workers
to receive recognition from the organization and
management, to feel necessary and valuable,
which will be confirmed by receiving bonuses
in various forms — letters, praises, awards, etc.
Providing moral care, a mechanism of self-
assertion, and gaining respect for the employee
from the organization will allow for the provision
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of feedback, that is, the necessary motivational
effect will be obtained.

The objectives of the competitions will be to
encourage employees who have achieved the
best performance; formation of a positive attitude
to the performance of labor duties; formation of
a sense of responsibility for the results of labor;
challenge pride in belonging to a profession and
to an organization.

The developed system of non-material
motivation implies an intangible component; it
provides binding and evaluation of the results of
employee achievements and contribution to the
achievement of the goals of the organization.

Conclusions. A strong organizational culture
depends on many factors. One of them is an
effective motivation system. The investigation
has shown that together with material motivation
companies should pay attention to creating a
system of non-material motivation. The objectives
of creating a system of non-material motivation
include encouraging the activities of employees
aimed at achieving the goals of the organization;
stimulating effective work of employees of the
organization; providing employees with social
guarantees aimed at increasing loyalty levels;
ensuring the smooth operation of the personnel
of all.
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