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IlaueBa Haranis OuiekcanapiBHa,

Homsiryn CeiTiana MukoJsaipaa
YMaHCBKUil JepkaBHUH MearoriyHuid yHiBepcuteT iMeHi [1aBna Tuuunu

THE ROLE OF MOTIVATIONAL MANAGEMENT
IN THE MANAGEMENT SYSTEM OF AN IT ENTERPRISE

MICHE MOTUBALINHOTO MEHEJ)KMEHTY
B CUCTEMI YITPABJIIHHS IT-TTIIAIPUEMCTBOM

Summary. The study examines the role of motivational management in the management system of I'T companies.
The aim is to determine its impact on the efficiency of IT enterprises and to develop practical recommendations
for improving motivation policies. The essence of “motivation” and its relation to key management functions —
planning, organization, and control — are analyzed. It is proven that motivational management is a crucial factor
in enhancing labor productivity, innovation, and employee loyalty. The scientific novelty lies in deepening the
understanding of motivational management as an integrated element aligning organizational, departmental, and
individual goals. The practical value is in applying the proposed recommendations to improve motivation programs.
An effective motivational management system is defined as a strategic tool for developing human potential and
ensuring sustainable organizational growth.

Keywords: motivational management, personnel, performance efficiency, labor productivity, IT enterprise,
management efficiency, motivation system, human potential, corporate culture, sustainability of IT enterprises.

AHoTauis. JlocmiKeHHS! MPUCBSYCHE BUBUCHHIO MiCLA Ta POJi MOTHBAIIHHOTO MECHEIKMEHTY B CHUCTEMIi
yrnpasiinas [T-koMmmnaniit. MeToo JoCTiIKeHHS € BU3HAYEeHHs BIUTMBY MOTHBALiHHOTO MEHEIKMEHTY Ha e(hek-
TUBHICTh QyHKIIOHYyBaHHS [T-mmignpueMcTB 1 popMyBaHHS pEeKOMEH/IAIIN MI0J0 BJOCKOHAJICHHS MOTHUBAIIHOT
MOJNITHKY. 3MIHCHEHO aHali3 CYTHOCTI HOHATTSI «MOTHUBAIIis» Ta BU3HAUEHO ii 3B’S30K 3 YIPaBIiHCEKUMHU (YHK-
iSIMH — TUTAHYBaHHSM, OpTaHi3alli€ro Ta KOHTpoJeM. JloBeieHo, 0 MOTHBAIIHHUI MEHEPKMEHT BUCTYIIAE KITFO-
YOBUM YMHHUKOM ITiJIBUIIICHHS TIPOXYKTUBHOCTI TIpaIli, iIHHOBAaIliHHOT aKTUBHOCTI U JIOSUTBHOCTI IepcoHany. Bu-
3HAYEHO, 0 e()eKTHBHA CHCTEMa MOTHUBAIIHHOTO MEHEKMEHTY JI0IIOMAarae 3pOCTaHHIO MPOAYKTUBHOCTI Mpalli,
MiBUIIEHHIO IHHOBAI[IfHOT aKTUBHOCTI, ()OPMYBaHHIO COIiaNBHOTO Kamitany. OcoOauBy yBary mpuaijieHo poi
HeMaTepiallbHUX CTUMYIIB — MpodeciiiHOMy PO3BUTKY, MOKIMBOCTSIM caMopeai3allii Ta CTBOPEHHIO KOM(OPT-
HOTO po0OOYOro CepeoBHINa, sKi € Bu3HadyanbHUMU s [T-chepu. [IpoBeneHo aHami3 cy4acHUX TEHACHLINA MO-
THUBaIIHHOT MONITUKK B IT-KOMMaHIsAX, OKpEeCIeHo MpobiieMu i Oap’epu B ympaBiiHHI mepconanoM. Haykoa
HOBHW3HA TIOJISATAE y TOTIIMOJICHHI TEOPETHYHOTO PO3YMIHHS MOTHBAIIHHOTO MEHEKMEHTY SK IHTEPOBAaHOTO
€JIEMEHTY CHCTeMH ynpabiinHs [ T-mignpueMcTBOM, o 3a0e3mneuye y3ropKeHHs IiIel opraHizaiii, miapo3IiiaiB
1 OKpeMoO B3STHX IpaliBHUKIB. OOIPyHTOBAHO, 10 MOTHBALIMHUI MECHEIKMEHT K KOMIUICKCHA CHCTEMa, SKa
IHTEerpy€e IMCUXOJIOTIYHI, COLiabHI Ta EKOHOMIYHI acleKTU YIPAaBIiHHA JIIOACBKUMHU PECypcaMu B yMOBax Lu-
POBOI eKOHOMiKH. BCTaHOBIEHO, 110 BIPOBAHKEHHS KOMILIEKCHOTO IiIXOMy 10 MOTHBAIIT IEPCOHATY JO3BOJISIE
MiIBUIIUTH KOHKYPEHTOCIPOMOXKHICTh KoMmaHil Ha puHKy I T-nocayr. [IpakTiuHe 3HaYEHHS ONepIKaHUX PE3yTb-
TaTiB IOJIATAE Y MOKIIMBOCTI 3aCTOCYBAHHS 3allPONIOHOBAHNX PEKOMEHIAIIIH Imil 9ac po3poOIeHHS KOPIIOPATHB-
HUX CTparerid po3BUTKY MEPCOHAITY Ta MOTHBAIIHHUX TporpaM s IT-mignpueMcTB pi3HUX GOpM BIACHOCTI.
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3po0IIeHO BUCHOBOK, IO €()eKTUBHA CHCTEMa MOTUBAI[IHHOTO MEHEDKMEHTY € CTPATET19HUM 1HCTPYMEHTOM PO3-
BHTKY JIIOJICHKOTO MOTEHINATY, CIIPUsE peallizaiii TBOPYOTo MOTEHIiaNy MPaiBHUKIB, 3MEHIICHHIO TIMHHOCTI
KaJIpiB i JOCSTHEHHIO JOBTOCTPOKOBUX IIIJICH OpraHi3aii.

Kiro4oBi cjioBa: MOTHBaIiiiHUIT MEHEPKMEHT, TIEPCOHAN, e(heKTUBHICTh iSUTBHOCTI, MPOAYKTHBHICTh MpALl,
IT-ninnpueMcTBO, €hEeKTHBHICTD YIIPABIiHHS, CHCTEMa MOTUBAIIIT, JIIONCHKHUI MMOTEHIIaJ, KOPIOPATHBHA KYJIBTYPa,

crifikicts [ T-mianpuemcrs.

Problem statement. In the context of digitalization
of all spheres of society, information technologies are
becoming increasingly widespread. Informatization
and digitalization of business processes are carried
out in almost all modern companies. The leaders
of these changes are IT specialists, top managers,
who have determined the priority of new vectors of
development, the emergence of new institutions and
forms of human activity, the formation of relevant
norms and models of behavior, as well as the growth
of the role and significance of the image of enterprises
and business. A significant change accompanying the
latest processes is the leadership of the IT sector.
Its innovative actions cover all spheres of socio-
economic activity. Research into the features of
the organization and management of IT business is
becoming increasingly relevant, since the motivation
of employees of IT enterprises has a significant impact
on the efficiency of the enterprise. Motivational
management is a key factor in increasing labor
productivity, innovative activity and staff loyalty. An
effective motivational management system affects
the formation of social capital, the level of labor
productivity, and increasing innovative activity.

In competitive conditions, human potential is
a determining factor in the development of the
organization, and motivation becomes an important
element in the system of work with labor potential
and effective activity of the organization. However,
the vast majority of managers use only material
motivation, and this, in conditions of crisis, due to
lack of funds for wages, devalues the orientation
of personnel to increase labor productivity. It is
advisable to expand the prospects for the application
of modern methods of non-material stimulation,
which in conditions of a changing environment will
make it possible to achieve the intended results. The
task of the organization is to motivate employees to
work qualitatively and productively, the duty of the
personnel is to consciously and responsibly fulfill
the tasks set. It is worth developing an effective
motivational mechanism for personnel management
that will meet market conditions of management,
and thereby ensure the successful operation and
development of the organization.

Analysis of recent research and publications.
The study of motivational processes in modern
management was carried out by such scientists
as Shchokin G.V. [1], Verbytska G.L. [2],
Semikina M.V., Luchik S.D., Zapirchenko L.D. [3],
Grineva V.M. [4], Potemkin S.K. [5], Sochenko V.M.
[7], Kolot A.M. [9] and others. The study of the
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impact of motivational management on the effective
activities of the organization remains relevant today.
The need to study motivational management in the
IT sphere is due to the dynamic development of the
industry, a high level of intellectualization of labor
and the need to adapt traditional motivational models
to the conditions of the digital economy and flexible
forms of employment.

The purpose of the article. To investigate
the theoretical and methodological principles of
motivational management, analyze its impact on
the effectiveness of IT enterprises and develop
recommendations for improving motivational
processes in modern management.

Summary of the main research material. In the
conditions of martial law in Ukraine, the question
arises of preserving the IT sector and forming
the stability of IT enterprises and strategically
increasing the potential of the industry. Motivational
management of a modern IT enterprise is closely
related to ensuring sustainable development and
responsible activity in all aspects of its functioning.
A significant number of scientific works are devoted
to the development of the IT sector, the specifics of the
functioning of IT enterprises, as well as determining
the place of motivational management. However, the
lack of an unambiguous interpretation of the concepts
of "motivation" and "motivational management"
is explained by the excessive complexity of the
phenomenon of motivation itself, so this issue has not
lost its relevance for study even today.

Motivation is a set of driving forces that encourage
a person to perform certain actions; the process
of conscious choice of a certain type of activity
due to the complex influence of external (stimuli)
and internal (motives) factors [1]. Verbytska G.L.
believes that the concept of "motivation" in its
evolution has changed from the "carrot and stick"
policy (punishment and reward) to the "concept of
human resources"” (perception of the employee as a
key figure in production, on which the final results
of production activities depend) [2]. However, even
today, there is no unambiguous definition, some
authors consider motivation as a set of driving
forces that encourage a person to perform certain
actions [3], others — as a process of encouraging
oneself and others to work to achieve goals [4; 5].
Motivation is the driving force of human behavior,
and staff motivation is an important condition for the
effective work of employees in the interests of the
organization. An effective manager must understand
the content of motivation, ensure a healthy morale in
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the team and stimulate employees to work with full
dedication [6].

Motivation permeates all stages of management
activity, contributes to the activation of highly
productive work, maximum satisfaction of employees'
needs, development of their potential [7]. Each
individual employee is perceived in the enterprise as
an independent, autonomous unit, which cannot be
replaced at any time. This is also the complexity of
motivational management, since each employee has
an individual set of motives that change over time and
must be constantly under the control of management.

Human resource management of IT companies
should carefully study the motivations of their
employees, as this has a direct impact on their
productivity and job satisfaction. Understanding
personal motivations related to professional
ambitions, desire to develop, needs for recognition,
material rewards allows you to build effective
communications and feedback, maintain a favorable
creative environment in the team, retain key personnel,
develop talents and initiate changes for the long-term
market success of the IT company. Motivational
management is aimed at combining the strategic
goals of the company with the individual goals of
each specialist. Let's consider the main motivational
factors of IT specialists (Fig. 1).

Motivational management in the IT enterprise
management system is a key tool for increasing
productivity, retaining talented specialists and creating
an innovative environment. Since the activities of IT
companies are based on the intellectual potential of
personnel, an effective motivation system should take
into account not only material incentives, but also
the socio-psychological, career and creative needs of
employees.

Motivational management, by its nature, should be
aimed notso much at influencing employees, as follows
from the classical understanding of management as
a type of activity in general, but at the constant and
continuous study and research of each individual
employee with his individual, specific, unique needs,
motives, interests, values, preferences. In general,
motivational management represents management

in which key priorities are given to motivating
creative, productive, initiative and professional
activities of a person [8]. It includes the organization
of the production process, which is aimed at the
coordinated interaction of all levels of the enterprise,
from management to subordinates. Motivational
management involves not only establishing the
motives of activity, but also building management
based on the priority of certain motives. Based on
this, motives are used as management tools [7]. IT
enterprises with a small number of management
levels, staff motivation is aimed at demonstrating
initiative, independence, and complete freedom of
action to achieve the task. Motivational management
in such organizations is based on the ability to
independently solve small production problems.
Therefore, motivational management includes the
organization of the production process, which is
aimed at the coordinated interaction of all levels of the
enterprise, from managers to subordinates.

Motivational management should ensure the
conscientious, high-quality performance by all
members of the organization of the duties assigned
to them. The motivation function is closely related
to other functions of production management —
planning, organization, and control. When planning
work, the manager is obliged to direct the efforts of
the organization's employees in a direction that will
lead the organization to the fulfillment of the task.
The goal set for employees must be clear, realistic and
achievable. The correct application of motivational
management makes it possible to eliminate staff
passivity and low performance.

A positive assessment of the quality of work
performed by the management has a motivating effect
on employees and stimulates them to conscientiously
fulfill their duties in the future. The trust and value
of each employee as a significant member of the
team that is moving towards a common goal and
the constant expansion of the means of non-material
motivation of labor will allow coping with the most
difficult task of the manager — staff motivation.

Effective management through the mechanism of
trust is carried out using trust within the organization

The main motivational factors of IT specialists

Material Career Socio- Organizational Innovative
psychological and and creative
management

Figure 1 — The main motivational factors of IT specialists

Source: compiled by the authors
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(enterprise) between the heads of each unit, between
structural units, between employees, as well as
the trust of management in subordinates and vice
versa; trust of all members of the organization in
the established goal (objective) of the organization's
activities; trust in the trade union; trust in regulatory
or supervisory bodies [8]. Successful management
involves supporting your team [10], despite the fact
that trust is always a risk, but you need to rely on your
employees.

Control of all stages of production will help
to identify shortcomings in the work, determine
the quality of the work performed, on the basis of
which the measure of encouragement/punishment
of the employee is determined. Material motivation
(increase in wages, bonuses, rewards) encourages
a person who strives to achieve a better standard of
living, through monetary rewards to achieve high
results in work.

Another factor affecting motivation during the
war and with the development of modern information
technologies is the ability to work remotely. More
and more employees are showing a desire to work at

home and have a flexible work schedule — these are
the priorities of new generations of personnel.

Conclusions. Thus, as a result of our study,
it was found that motivation makes it possible to
effectively carry out organizational development. In
turn, motivational management should be defined
as a set of organizational and managerial measures
of a motivational direction that mobilizes human
resources and labor potential of the organization,
ensures optimal use of financial resources and is aimed
at achieving set goals. Studying the basic techniques
of motivational management, using these techniques
in practice will help to become a reliable basis for
the successful development of the organization.
It is proven that motivational management of an
IT enterprise should combine a flexible system of
material incentives with a developed system of non-
material incentives, focused on the development of
the individual, self-realization and creative freedom
of the specialist. It is a comprehensive approach to
motivation that allows IT companies to retain highly
qualified employees and ensure stable growth in
competitiveness in the market.
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