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Abstract—The article analyzes several theories of staff
motivation. It was concluded that various theories of motivation
basically do not contradict each other, but complement each
other, reflecting the versatility and originality of the motivation
process itself.

The relevance of the work is associated with the
understanding that effective staff motivation is one of the most
significant factors in the competitiveness of modern
organizations. The article shows that the staff motivation system
is based on the formation of the employees' production behavior
aimed at achieving strategic objectives, that is, combining the
interests and needs of employees with the strategic objectives of
the enterprise.

The authors express the opinion that motive and stimulus are
not synonyms; an equal sign between these concepts should not
be put. They conclude that the main goal of the development and
functioning of the personnel motivation and incentive system is to
ensure the achievement of the goals of the enterprise with the
involvement and retention of professionally trained personnel. In
this case, motivation is an effective, powerful and sustainable
way, formed on the basis of complex incentives.

Keywords: stimulus, motivation, needs, substantive theories of
motivation, procedural theories of motivation

I. INTRODUCTION

Despite the variety of terms and definitions existing in the
scientific literature, there is still no consensus and a clear
statement of the concepts “motive” and “motivation”. It is
worth noting that experts in the economic field, scientific
sociologists and psychologists study and consider the
categories of motivation from different angles. Some see
motivation as an encouragement of labor, that is, they put an
equal sign between these concepts, while others, on the
contrary, contrast these two categories. There is also another
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point of view, the essence of which is that stimulation is the
main and priority method of motivation.

Motivation has many different definitions. A large number
of studies relate to motivation in education, healthcare,
psychology. But in this paper it is important to focus on those
that are related to the workplace. Understanding exactly what
motivation is will help managers decide what actions to take
to encourage their employees. The definition of motivation
starts with the root word, motive. Webster’s Dictionary
defines motive as, something that causes a person to act.
Therefore, motivation can be defined as, the act of providing
motive that causes someone to act [1]. With relation to the
workplace, Ray Williams, who writes for Psychology Today,
defines motivation as, “predisposition to behave in a
purposeful manner to achieve specific, unmet needs and the
will to achieve, and the inner force that drives individuals to
accomplish personal organizational goals” [2].

Richard Ryan and Edward Deci, from the University of
Rochester, agree that motivated means that the person is
moved to do a particular act. The authors describe motivation
as, the “orientation of motivation concerns the underlying
attitudes and goals that give rise to action” [3].

Despite the variety of terms and definitions existing in the
scientific literature, there is still no consensus and no clear
statement of the concepts “motive” and “motivation”. It is
worth noting that experts in the economic field, scientific
sociologists and psychologists study and consider the
categories of motivation from different angles. Some see
motivation as an encouragement of labor, that is, they put an
equal sign between these concepts, while others, on the
contrary, contrast these two categories. There is also another
point of view, the essence of which is that stimulation is the
main and priority method of motivation [4].
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Motives are deeply internal, and incentives are external
factors that influence the attitude of employees to work. We
take as a basis the definition of the concept of “motivation”
given by the authors of the book ‘“Fundamentals of
Management”: “Motivation is the process of encouraging
oneself and others to take action in order to achieve personal
goals and the goals of the organization" [5].

The perfect action (act) of a person is affected by not only
one single motive, but by their diversity, a whole complex in
which motives can be both in a clear hierarchical order with
respect to each other, and can be also in absolutely chaotic
arrangement. It is also worth noting that the degree of
influence of motives on the behavior of an individual is
important, as a result of this the motivational structure of a
person can be considered as the basis for the implementation
of certain actions [6].

What is the main task of stimulation? The mission of
incentives is that they are essential as a tool, causing certain
motives to act. Incentives can be absolutely any needs, the
acquisition of which is planned through labor activity. In other
words, we are talking about an employee of the company who
wants to get the benefit through labor activity [7]. The paper is
devoted to the thesis that effective staff motivation is one of
the most significant factors in the competitiveness of modern
organizations.

Il. METHODS
During the study, the authors used the following methods:

- theoretical (' work with literary sources);

- analytical (analysis of the information collected, drawing
conclusions, making recommendations).

I1l. RESULTS

The result of the analysis of modern theories of motivation
was the revealed fact that the fundamental fact in motivation is
its inseparability and interdependence with human needs.

Today, there is a large number of different theories of
personnel motivation, because this problem was and is one of
the most urgent. They tried to increase the working capacity of
the employee since ancient times, however, most often only
penalties were applied. In the modern world, when an
employee has the right to choose a type of activity, compare
working conditions, corporations are forced to pay due
attention to the problems of motivating personnel to perform
production tasks, to increase competitiveness in the market of
similar goods and services, to retain valuable and highly
qualified employees, etc.

It is worth noting that many theories of motivation most
often do not go against each other, but are mutually beneficial.
In the theories we have examined, one can see the versatility,
non-standardness and originality of the motivation process,
which implies the need for an integrated approach to solving
this complex but interesting issue.
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IV. DISCUSSIONS

“The process of using various incentives to motivate
people is called the process of stimulation” [8]. The main goal
of stimulating labor is not just to give employees work and
make them do it, but to inspire them to conquer new
professional heights, increase the working capacity of the
team, and make work more efficient and creative, in other
words to produce more than it is stipulated in the labor
contract. Any manager of the company wants to fulfill this
task, and it is feasible, but only with an integrated approach
and stimulation of labor [9].

It is worth noting that motivation is based on a
multicomponent layer consisting of needs, motives and goals
of a person. Let's try to formulate very nominally the main
definitions of motivation. Human needs are a special inner
state when there is a desire and a need to receive and possess
an object. For the comfortable existence of the individual this
need must be satisfied. Needs are the moving mechanism of
human behavior, they serve as a source of inspiration, become
the cause of his enterprising intentions and energetic actions.
A motive is an incentive initiative of a person that seeks to
achieve a goal. The goal is a wishful object, service or state, to
obtain of which a person so aspires [10].

The General scheme of the motivational process, reflecting
its cyclicality and versatility, as well as the relationship of
needs, motives and goals, is presented in figure 1.

Goals

|

Needs Motives Behavior

Satisfaction
Result

Fig. 1. Scheme of the motivational process

It important to underline that the scheme of the
motivational process presented above is very nominal and
very simplified. It gives only a small idea of the correlation of
needs and motives. The real motivational process of a person
can be very confusing, in fact, it seems more complex and
multilevel. Motivational processes are very contradictory,
prone to change and evolve under the influence of a range of
factors (external and internal), such as performance,
education, social status, material well-being, public opinion,
personal ambitions, intelligence, ingenuity and many others.
The set and variety of factors leads to the fact that forecasting
the behavior of members of the workforce of the enterprise is
a very complex and time-consuming process. Motivation in
the enterprise should be considered as a multicomponent
matrix, as a set of different incentives.
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The concepts "motivation” and "stimulation™ are used not
only in the sense of formation of individual, group and
collective motives, but also to indicate the process of influence
of incentives on motives to obtain the required level of
motivation [11].

So, the issues related to the importance of motivation are
relevant and very important, so they are given great attention
in scientific circles by management theorists. Modern theories
of motivation are divided into substantive and procedural. At
the heart of meaningful theories are human needs, they are the
ones that motivate to act in one way or another. Of course,
procedural theories do not discard the fact that the individual
acts out of his own and personal motives and to satisfy his
needs, but, nevertheless, place the main emphasis on the
behavior of people, because take into account factors such as
education, knowledge and achievements.

Let’s consider the most famous and meaningful theories of
motivation relevant to this day. Such are the theories of A.
Maslow, F. Herzberg, D. McClelland.

The theories of these scientists can be divided into two
groups.:

1) primary — associated with physiological factors;
2) secondary — associated with psychological nature.

Thanks to scientific researches of the American scientist
Abraham Maslow we know that it is necessary to satisfy first
of all physiological needs of the person. After satisfaction of
physiological needs, the need for safety comes to the first
place. The human individual always wants to protect himself
from any bodily harm and aggressive, deviant behavior of
other people. On the next step there is the need for spiritual
kinship, relationships, the search for love. Friendships, the
search for a niche in social society, interaction with society —
that is what is necessary to meet the most important needs.

The next new step in the hierarchy of needs is the need for
respect and self-esteem. It is crucially important for a person
to understand his "I" of his own importance, it is necessary to
confirm and recognize self-esteem in the eyes of others. The
top of the needs in the pyramid of A. Maslow is the realization
of a person in fulfilling his destiny, using all his creative and
labor abilities.

It should never be forgot that human needs are modified,
transformed and evolve from the simplest to the more complex
and ornate. If part of the needs are satisfied at one level, the
needs of the next level come to the fore, etc. However, most
often there is a basic and dominant need, which is the main
and motivating incentive. The main mistake of managers of
managers of companies is that most believe that high
efficiency depends only on material values. It should be
remembered that all people are different and needs can be
dramatically different from each other. If a person has a
pronounced need for self-realization, then he will definitely
choose the job where he can apply his labor skills and non-
trivial and creative abilities, and not money [9].

In McClelland's theory of motivation, the need for power
and success can be located between the needs for respect and
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self-expression in Maslow's hierarchical structure. The need to
belong to a group corresponds to social needs [12].

American scientist psychologist Frederick Herzberg
specialized in the problems of society and in the late 50s of the
XX century formulated his own model of motivation based on
needs [13].

In Herzberg's theory motives for work are divided into:

- hygienic factors, they are directly related to the
environment in which the work is performed (this includes
working conditions and wages and physiological needs of the
person);

- factors related to the essence and nature of the work
performed, i.e. motivation as such.

Herzberg made the assumption that hygienic factors are
not motives, but, if they are not provided, there is a negative
attitude to work. To understand the influence of material and
non-material factors, the scientific community has sought for
many years. And as the result a theory of motivation of F.
Herzberg appeared: he created a two-factor model that shows
job satisfaction (Table ).

TABLE I. FACTORS AFFECTING JOB SATISFACTION
Hygiene factors Motivation
Company and administration policy | Success
Operation condition Promotion
Eamnings rRezEcl)tgsnition and approval of work

Interpersonal relationship High degree of responsibility

Degree of direct control over work Opportunity  for creative and

business growth

The first group of factors (hygiene factors) is related to the
self-expression of the individual, its internal needs, as well as
the environment in which the work itself is carried out. The
second group of motivation factors is determined by the nature
and essence of the work performed. The head who is
responsible for motivation of the personnel at the enterprise
should not forget about necessity of generalization of a
substantial part of work.

If we compare the theories of Maslow and Herzberg, we
can find fundamental differences. A. Maslow suggests that
after the application of motivational incentives, the employee
necessarily begins to work better and more effectively realize
their creative potential. According To F. Herzberg, the
employee will work best only after he is convinced that the
motivation is adequate.

Let’s view the following theory of motivation, the founder
of which is Clayton Alderfer. He takes as a basis the
assumption that human needs can be divided into separate
groups. He considered the needs of a man from different
angles and combined them into three main groups, namely, the
needs of existence, the needs of communication, the needs of
growth [14]. All these three groups of needs are arranged in a
hierarchical order, as in the pyramid of needs of A. Maslow,
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but it is worth noting that there is a significant difference
between the theories of Maslow and Alderfer. The movement
from need to need is carried out only from the bottom up - this
is according to Maslow. Alderfer also suggested in his theory
that the movement can be carried out in both directions. It is
possible to move up if a lower level need is satisfied, and it is
assumed to move down if it is not possible to reach a high
level of need or to experience satisfaction from a given need.
Alderfer gave the name to these movements up and down the
levels of needs, so the process of moving up is called the
process of satisfaction of needs, and the process of moving
down is called the process of frustration

The scientific community, represented by the authors of
substantial theories, contributed to the understanding of
motivation and its factors. But they could not take into account
the many obligations necessary to explain the mechanism of
motivation (behavioral aspects, environmental parameters,
etc.). Among the many procedural theories of motivation, the
most widely accepted are the theory of expectation, the theory
of justice and the Porter-Lawler model.

Canadian psychologist Victor Vroom put forward a
number of ideas on issues of motivation and created his
theory, which is called the theory of expectation. The author
suggested that expectation is an assessment of the individual
in the probability of a particular event. There are three
important interrelated components in expectation theory,
namely, labor costs, results (remuneration) and satisfaction
with remuneration [15]. The idea of Vroom’s theory is that
the motivation and satisfaction received by the employee
directly depends on how much the expected remuneration
corresponds to the results of his work. The employee must
have a clear understanding that his work will be fully
rewarded, and if a person does not see a clear correlation
between the work he has done and the desired reward, the
motivation will decrease and go out.

Let’s consider the theory of justice, which follows from
the theory of expectations. Employees who conscientiously
fulfill their labor duties assume that their labor costs will be
marked by the management of the company and the
remuneration will correspond to their expectations. Employees
also compare the remuneration received and the effort
expended with the remuneration of colleagues performing
similar functions in the enterprise. With a significant
imbalance, the identification of injustices in bonuses and the
payment of remuneration, the motivation of employees also
drops sharply. There are two ways to eliminate the imbalance,
namely, to increase remuneration (the way for the company
management), to reduce the costs of your labor (a negative
way for an employee who sees injustice).

Researchers Lyman Porter and Edward Lawler revealed
the correlation between the theory of expectation and the
theory of justice, and developed their theory by combining
both theories together [16]. The scientific work of Porter -
Lawler is a more complex theory of motivation, which
combines five variables: the effort spent in the process of
work, perception, the results of labor activity, remuneration,
and, of course, the degree of satisfaction. The basis of this
theory is the fact that work efficiency directly depends on the
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efforts made by the employee, his individual capabilities and
abilities, and on the understanding of the importance of the
work performed. The effectiveness and level of labor costs of
an employee of the company will directly depend on the value
of the remuneration and on how confident the employee is in
the remuneration stability for the work performed [17].

Also Porter-Lawler's theory has in its content expectation
theory, because the employee expects decent encouragement
from the company’s management and hopes that his
remuneration will be consistent with the efforts spent.
Elements of the theory of justice also take place and are
manifested in the fact that human beings always have their
own evaluative opinion regarding fair or unfair compensation
in comparison with other employees of the company and the
degree of satisfaction. Having considered this theory of
motivation, we can draw the following conclusion that labor
results are the reason for employee satisfaction, and not vice
versa. According to this theory, the productivity of labor must
certainly increase [11]. One of the most important conclusions
from this model is that productive work leads to satisfaction
and contributes to an increase in labor productivity [13].

The scientific works of the famous psychologist of the XX
century Berres Skinner made an invaluable contribution to the
study of the mechanism of inducing a person to work [18].
The essence of his research, in the field of studying
motivation, is that the employee relies on his previous
experience to achieve some positive result in the professional
field. For example, employees, knowing how to effectively
perform certain production tasks, rely on their previous work
experience, they also try to evade or move away from those
tasks that lead to an undesired result.

Not only the Western scientific community was interested
in the study and development of theories of motivation. Our
domestic scientists also looked for answers in this field, and
L.S. Vygotsky, A.N. Leontev, B.F. Lomov achieved
maximum success at this matter. Scientists considered the
theory of motivation one-sidedly, only from the point of view
of psychology: they took pedagogical activity as the basis and
did not study production issues, although this theory is
suitable for production activity.

Scientists emphasized that the individual makes decisions
at the level of regulation, adaptation, self-organization. His
needs and requirements are realized at each of these levels
simultaneously. It turns out that all human needs (this includes
the minimum, higher, and the highest needs) are generated
simultaneously and in parallel. A complex and multiple
totality of these needs guides the actions of a person, thus,
there is a triple nature of satisfying needs through tangible and
intangible incentives [19].

A.A. Litvinuk created a complex of motivations that affect
the behavior of a person or a work team, and combined them
into five groups:

e motives for the acquisition, the natural desire of a
person to receive a coveted reward for conscientious
work;
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e motives for energy conservation, preference for the
type of activity in which minimal labor is required;

e submission motives, employee dependence on group
norms of behavior and role prescriptions;

e safety motives, employee’s desire to minimize
penalties on the part of the company’s management
and avoid reprimands, negative consequences for the
results of their work, if they deviate from the course or
are contrary to the objectives of the enterprise;

e motives of satisfaction, obtaining positive feelings and
emotional shake from the processes and results of labor
[20].

Researcher A.Ya. Kibanov, studying a group of basic
motives, gives it the name “motivational core” (complex),
which has its own structure and depends on the specific labor
situation”. In his opinion, the motive characterizes the
employee’s efforts to get certain benefits and the incentive are
these benefits themselves. An incentive may not degenerate
into a motive if it requires incredible, inaccessible or
unacceptable actions from a person. The mechanism of
manipulating incentives should be adequate to the mechanism
of employee motivation [21].

Recently, around the world, especially in market-
developed countries, the process of employee motivation is
often undergoing significant changes. So, according to Brian
Tracy, the most effective is the combination of material and
social incentives [22].

In Turkey, modern managers along with material
motivation highlight corporate culture, a high level of working
conditions and psychological motivation methods, which
together work to increase employee motivation and increase
their satisfaction with the company [23].

Recent studies by Malaysian scientists have revealed that
the modern needs for motivating staff are not only appropriate
working conditions and advanced training, but also the
expression of personal opinion by employees regarding the
work of the company, their work and the work of colleagues
[24].

In our opinion, the ongoing changes in approaches to staff
motivation both in Russia and in foreign countries are
primarily associated with improving the quality of life of the
population, the emergence of new opportunities and priorities
25].

Based on this, to create an effective motivation system,
one should choose such a set of approaches that will allow the
most effective management of personnel and improve the
result of the enterprise.

V. CONCLUSIONS

Analysis of existing theories of motivation showed that
when creating a motivation system, it is necessary to take into
account, first of all, the motivational structure of employees in
each group and division of the enterprise. In our opinion, this
is what will allow us to stimulate the labor team to initiative
and highly productive activities. This approach, in
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combination with methods of incentives that have already
proven themselves in practice, contributes to the creation and
implementation of an effective staff motivation system [26].

According to the results of the study, it can be stated that
the main goal of the creation and functioning of the system of
motivation and stimulation of staff is directly related to
ensuring the achievement of the general goals of the enterprise
[27].

Thus, formed on the basis of attracting and retaining
professionally trained personnel and through effective,
powerful and stable motivation on the basis of complex
incentives, the motivation system is an object of interest for all
groups of company personnel.
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