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PECULIARITIES OF EMPLOYEE MOTIVATION
INSTITUTION OF HIGHER EDUCATION

Abstract. Motivation of staff of institution of higher education currently
remains very relevant, despite the fact that there is enough to consider the
matter. This situation is due to the fact that theoretical research is not
realised in practical solutions. Therefore, the problem of motivation of
staff of institution of higher education has become essential as a problem
solving actual personnel policies facing institution is possible only when
creating a proper motivational framework that can encourage employees
to the effective operation and delivery of quality educational services. It is
about the use of such forms and methods of stimulating employees who
have contributed to the higher efficiency. Thus, an essential role in the
management of staff should be given to motivation. Motivation is the
driving force that as motives can act as a direct interest and awareness of
the importance of gaining knowledge, the desire to assert themselves, to
test and demonstrate their ability to find their place in the hierarchy of
social relations in the team, to get the approval of the head. Bringing into
action an organised system to get the required result is possible only by a
governing body of some influence or person, in this case higher education.
Requires certain tools to influence the elements of motivation, so it started
to function. One of these tools is motivation. In order to effectively move
towards the goal, the management of institution of higher education must
not only plan and organise work, but also use the system to motivate
employees according to a plan worked out to achieve the goals and
institutions. Therefore, a positive motivation will be successful if: the
implementation of the motivation system is ensured; continuity is carried
out; humanitarian and cultural orientation, variability, problematic,
personal importance of employees and their activities, and self-fulfilment
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are taken into account; organisational and methodological support is
provided to staff. Thus, the system provides adequate motivation for
professional activities, promotes professional development of staff in
higher education.

Key words: motivation and incentives; motivation model; personnel
management; factors; strategy.

INTRODUCTION / BCTYII

Formulation of the problem. The motivation of staff of institution of
higher education is currently quite relevant, despite the fact that this issue has
been sufficiently studied. This situation is observed due to the fact that
theoretical research is not implemented in practical solutions.

Therefore, the problem of motivating staff of institution of higher
education has become important, since solving the tasks of the current
personnel policy facing institution of higher education is possible only if an
appropriate motivational framework is created that can encourage employees to
work effectively and provide quality educational services. It is about applying
such forms and methods of employee incentives that would contribute to high
efficiency of their work.

Therefore, motivation should play a significant role in HR management.
Motivation is a driving force, where the motives may include direct interest and
awareness of the importance of the knowledge gained, the desire to assert
oneself, test and demonstrate one's abilities, find one's place in the hierarchy of
social relations in the team, and gain the approval of the manager.

Analysis of major research and publications. The Encyclopedia of
Education defines motivation as a system of determinants, causes, incentives,
and motives that leads a person to work [1].

Scientists who study motivation are considering it as "a kind of mechanism
that stabilises the motivation system to meet new requirements of society's
development", this approach requires modern models of the motivation system
that can make it at the level of world standards and more democratic [3].

The German philosopher A. Schopenhauer first used the term "motivation"
in his article "Four Principles of Sufficient Reason” (1900-1910). There are quite
a few theories of motivation, so each company chooses only the one that best
suits its financial situation. After all, today everyone wants to see some kind of
reward for doing something, which will be an incentive for them in the future.
And the American scientist D. Atkinson was one of the first to propose a general
theory of motivation [10].
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The analysis of domestic and foreign specialised literature shows the
undoubted interest of scientists in this problem. A. Maslow, F. Herzberg, and
D. McGregor can be considered the founders of the motivation theory, whose
works gave rise to research projects on this issue. The problems of staff
motivation are also outlined in the works of modern scholars, such as V. Bondar,
M. Vinogradsky, G. Dmytrenko, A. Kolot, O. Kuzmin, G. Shchokin, etc.

The aforementioned works reflect certain aspects of creating a system of staff
motivation, improving labour efficiency and effectiveness. The problem of the impact
of modern motivational processes on the productivity of an organisation's personnel
remains poorly understood today. Based on the analysis of scientific sources, it is
possible to make certain generalisations, in order for institution of higher education to
provide themselves with highly qualified staff, it is necessary to conduct an active
personnel policy and develop a targeted motivation system. Thus, the first step in this
process will be the conceptual vision of approaches to active HR policy and the
development of components of a targeted motivation system.

AIM AND TASKS / META TA 3ABJAHHA

Such understanding of the relevance of this work allowed to formulate the
purpose of this study - is to identify ways to increase staff motivation.

The research project plans its work around the following objectives: to
reveal the nature of motivation and outline the essence and main tasks of
motivation.

THE THEORETICAL BACKGROUNDS / TEOPETHYHI OCHOBH
AOCAIAKEHHA

The concept of motivation is closely related to the problem of personnel
management. One of the components of management is motivation, namely, the
motivation system that characterises a set of interrelated measures that
stimulate each individual employee or the workforce as a whole to achieve
individual and common goals of institution of higher education [5].

An organised system can only be put into action to achieve the desired
result through the influence of a governing body or person, in our case, a
institution of higher education. Certain instruments of influence on the elements
of the motivation system are needed to make it work. One of these tools is
motivation. In order to effectively move towards the goal, the management of
institution of higher education must not only plan and organise the work, but
also apply the motivation system to employees in accordance with the
developed plan and to achieve the goals of the institution.
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Thus, according to the prominent American scientist A. Maslow, a person
receives true satisfaction only when his or her needs are met. It is in this case
that a person becomes himself or herself. The satisfaction of the need for self-
actualisation, which depends on the satisfaction of aesthetic, cognitive and self-
actualisation needs, is not related to any need to fill any deficiency or create a
new one in a person, or to the growth and development of a person, while
motivation encourages the achievement of goals and includes motives, interests,
needs, hobbies, motivational attitudes or dispositions, ideals, etc. [11].

Thus, motivation is the process of encouraging employees to achieve the
strategic goals of a institution of higher education, and as an output result - the
provision of quality educational services. The main mechanism of motivation is the
creation of stable cause-and-effect relationships between the actions or inaction of
employees and the response of the institution of higher education to them.

An effective system of employee motivation is very important for the
implementation of HR policy, providing the basis for many procedures: internal
transfers, promotion, remuneration, moral incentives, etc.

At the level of strategy, we believe that motivation for professional activity
fulfils the following tasks:

e Improves the efficiency of higher education institutions;

e helps employees to improve themselves based on their needs and
encourages their desire for professional growth.

At the tactical level, motivation helps:

e Increasing interest in work;

e increase job satisfaction by identifying obstacles and ways to overcome
them;

e accumulation of professional experience of improvement and
development of a specific action plan;

e setting realistic goals for the near future [4].

Motivation of employees is an increase in the efficiency of the institution of
higher education as a whole and is therefore one of the main tasks of the
management. As we have already mentioned, an approach to an active HR policy
and the development of components of a targeted motivation system can
become a factor that will make the motivation system universal.

And the way to effective professional activity of employees is through
understanding their motivation (table). Only by knowing what drives them, what
motivates them to work, what motives underlie their actions, can we try to develop
an effective system of forms and methods of managing this system. To do this, you
need to know how certain motives arise or are triggered, how and in what ways
motives can be put into action, and how motivation is carried out in general.
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Table
Motivating factors

Motivational factors

The essence of motivational factors

High earnings

The need to have high salaries, material rewards, a set of
benefits and allowances

Working conditions

The need to have good working conditions and a comfortable
environment

Social contacts

The need to communicate with people, to have good relations
with colleagues

The need to form and maintain long-term stable relationships

Relationships with colleagues

Recognition The need for others to appreciate achievements and successes
Striving for The need to set challenging goals for yourself and achieve
achievement them

Power and influence

The desire to lead others, the desire for competition and
influence

Diversity and change

The need for constant change, the desire to be constantly
ready for action

Creativity

Desire to be a constantly thinking employee, open to new
ideas

Self-improvement

The need for self-improvement and development

Interesting and

The need to have a socially useful job

rewarding work

As we have already mentioned, there are a huge number of ways to
influence employee motivation, and the range of these is constantly growing.

Let us suggest some possible development of employee motivation, which
is the result of the ratio of motivating and supporting factors.

Supporting factors:
money;
conditions;
security;
reliability.
Motivating factors:
recognition;
growth;
achievements;
responsibility and authority [2].

The analysis shows that if both groups of factors are absent, work
becomes wunbearable. When only supporting factors are present, job
dissatisfaction is minimal. If only motivating factors are present, the employee
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likes the job but cannot afford it. And if both groups of factors are present, the
work brings maximum satisfaction [8].

It is logical to assume that over time and depending on changes in external
and internal conditions, motivating and supporting factors will change, covering
either a narrower or a wider area of such a multifaceted concept as "motivation".
Since this process is continuous, we can say that the areas covered by different
theories that characterise the motivation of an individual employee are
constantly migrating [6].

It is worth noting that when creating a motivation system in institution of
higher education, the use of certain types of both material and moral incentives
becomes relevant. Material and moral incentives should be based on objective
criteria for assessing the performance of each employee. Let us note the
direction and objectives of motivation:

e achievements (to provide employees with opportunities to solve
responsible tasks of institution of higher education development, to stimulate
their proposals and initiative);

e participation system (enabling employees to participate and share in
the success of institution of higher education, which is also their success);

e training (aimed at guiding employees in planning their career and
professional development);

e commitment (to enable employees to see the benefits of working at this
particular institution of higher education);

e corporate culture (aims to create an atmosphere in the institution of
higher education in which employees of structural units will enjoy their work);

e remuneration (the aim is to provide fair pay in line with the "value" of
the position and individual performance, in order to encourage employees to
achieve positive results);

e motivation by organisation and management (it is to create
comfortable conditions for effective work in a institution of higher education, to
introduce advanced forms and methods of management);

e Recognition (involves recognising and noticing the successes of
employees and valuing their contribution) [9].

In our Fig. 1 we have depicted the main tasks of motivation.

Let's take a closer look at what each of these tasks entails.

Staff engagement. In this sense, the incentive system should be
competitive with the category of employees that the institution needs.

Incentives. Having recruited and retained potentially strong employees,
you need to take care to improve their performance and efficiency.
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Involvement

of staff in the
activities of

the university

Control over
activities

Retaining
employees and
ensuring their

loyalty

The task of
motivation

Answer.
Responsibilitie
s and powers

Fig. 1 The main tasks of motivation actualisation

Responsibility and authority. In this case, employees receive not only
tasks, but also the right to make independent decisions on their implementation.

Control. A well-thought-out incentive system allows a institution of higher
education to control and effectively manage costs while ensuring the availability
of the necessary staff.

Employee retention. When the remuneration does not match what the
institution of higher education offers, employees may start to leave.

The real achievements of employees in institution of higher education,
with rare exceptions, are incentivised, as we have noted, through intangible
means, which include: badges, certificates of honour, letters of appreciation, etc.

It is also worth noting that in general, the incentive system includes both
moral and material incentives. Both sides are important, but material incentives
are more significant and convincing. In this case, the interest of institution of
higher education is to optimise the cost of motivating employees, while the
interests of employees, on the contrary, are reduced to obtaining material
benefits. Therefore, in our opinion, identifying ways to improve motivation in
institution of higher education can give the desired result.

Thus, the motivation system includes both moral and material incentives,
and if we analyse the current legislation, it is easy to see a tendency towards a
significant bias towards material incentives.
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At the state level, the motivation of employees of institution of higher
education is ensured on the basis of the Unified Tariff Scale of Categories and
Coefficients "On the Regulation of Remuneration Conditions and Approval of
Tariff Scale Schemes" approved by the Order of the Ministry of Education and
Science of Ukraine No. 557 of 26.09.2005, registered with the Ministry of Justice
of Ukraine on 3 October 2005 under No.1130/11410 (as amended) [7]. This
order determines both the amount of salary depending on the level of
competence and the types of material incentives. An analysis of the salary
determination process suggests that the current salary levels and coefficients
provide little or no material incentive for development.

An active personnel policy and the development of components of a
targeted incentive system will ultimately stop the outflow of the most talented
young professionals and improve the quality of domestic education.

We can see that motivating means knowing what is important to employees
(material or moral aspects) and offering this important thing in exchange for the
desired work behaviour. In research conducted by the University of lowa, it was
noted that in the search for new mechanisms to increase interest in achieving
organisational goals, it is impossible not to see that.. monetary rewards produce the
greatest performance gains, almost twice as much as the effects of declaring a goal or
enriching the content of work. Money is the key incentive... no other incentive or
motivational mechanism is even close.

Employee commitment or loyalty should be achieved through: satisfaction,
commitment and availability of alternatives. According to experts, relying on
their ideas and expectations (and not just the opinion of the head of institution
of higher education), it is possible to get an objective picture, identify factors and
reasons that hinder effective work. It should be borne in mind that any detail of
a conversation (which at first glance may seem trivial) can sometimes be the
only key that opens certain motivational "doors".

Thus, all activities will be effective if they are properly motivated by the
manager and bring real benefits. We offer the simplest scheme of the
motivational process, which is presented in Fig. 2.

Moreover, the material or moral aspects of motivation that motivate a
particular employee to work hard today may contribute to the "switch-off" of the
same employee tomorrow. No one can say for sure how the motivation mechanism
works, how strong the motivating factor should be and when it will work, not to
mention how and why it works. Unfortunately, there are no single motivation
schemes that would be equally effective for different employees. That is why most
managers of higher education institutions experiment with different motivation
systems, trying to find the most appropriate ones for their institution.
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Obiectives of a higher education institution <
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Finding motivational ways

Employee Targeted behaviour to meet Result (i.e.
motivation factors the needs of both employees satisfaction of needs)
»  and the igher education »  or further search
institution

Fig. 2 The motivational process

The analysis allowed us to identify the main economic factors of the
motivation system that meet the requirements of today. This is, first and
foremost, the remuneration that helps to motivate employees to work, but also
has an impact on the overall performance of the business.

That is, in our understanding, motivation is the creation of conditions (tangible
or intangible) for the development of the capabilities of employees of institution of
higher education. The components of motivation may include the creation of
appropriate working and leisure conditions, the use of a system of compensation and
benefits that create conditions for the preservation of human resources.

The main problem with developing an incentive scheme is that it takes a
very long time to study the driving motives of each employee. An incorrect
motivation system can also be a factor in the failure of a institution of higher
education. Therefore, the motivation system should be: multifactorial; have a
specific focus on a group of employees or on an individual employee; constantly
improved and supplemented.

Therefore, the formation of positive motivation will be successful if: the
motivation system itself is implemented; continuity is ensured; humanitarian
and cultural orientation, variability, problematic nature, personal significance of
employees and their activities, self-realisation and self-affirmation are taken into
account; organisational and methodological support is provided to employees.

Thus, the incentive system ensures proper professional performance and
promotes professional development of the staff institution of higher education.

RESEARCH METHODS / METOAU AOC/IAXEHHA

To achieve this goal, the article uses a set of research methods: theoretical
- analysis, synthesis, comparison, systematisation and generalisation of
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conceptual provisions on the subject matter presented in the scientific literature
and legislative acts of Ukraine.

RESULTS OF THE RESEARCH / PE3YJIbTATH JOCIIAKEHHA

When developing a staff motivation system, it is important to take into
account the level achieved in all these areas and to analyse the external and
internal environment of the organisation and the factors that influence their
change, as well as the strategy of the higher education institution. Having chosen
a certain strategic alternative, the management should turn to a specific
strategy, the main goal being to choose ways to increase staff motivation that
will maximise the long-term efficiency of the enterprise.

CONCLUSIONS AND PROSPECTS FOR FURTHER RESEARCH /
BUCHOBKH TA IIEPCIIEKTUBH IIOAAJIBINUX JOC/IIAXKEHD

Strategic choices are influenced by various factors: risk (a factor in the life of
an enterprise); knowledge of past strategies; and the time factor, which depends on
the choice of the right moment. Decisions on strategic issues can be made in
different ways: "bottom-up", "top-down", and in the interaction of the two above-
mentioned areas (the strategy is developed in the process of interaction between
top management, planning department and operational units).

In conclusion, I would like to note that it is necessary to take into account all
the factors that are in one way or another related to the current system of staff
motivation. It is also important to note that the task of management is to maintain an
optimistic attitude of employees, to remain calm and support each other. Be guided
by the values and culture of the higher education institution and then there is an
opportunity to become effective and competitive despite the realities of today.

Prospects for further research in this direction. Prospects for further
research should be aimed at analysing and testing the effectiveness of
motivation systems, which will be aimed at considering the practical aspect of
introducing motivation in institution of higher education and studying the
impact of these motivation systems on staff performance.
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AHoTanig. MoTuBalisgd nepcoHa/sy 3akKJaAy BUILOI OCBITM Ha CbOTOJHI
3aJIMIIAETHCA AyKe aKTyaJbHOI, He3BaXKalo4y Ha Te, 1110 PO3IJIALAEThCA
e IUTAaHHA JOCTaTHbO WUPOKO. Taka CUTyalid CKjajiacd 4yepe3 Te, LIO
TeOpeTHUYH]l JOC/IIPKEHHA He peasli3yloTbCA B NPAKTUYHUX pPillleHHAX.
Tomy npobsema MoTHBalLii nmepcoHasly 3akJajJy BHUILOI OCBiTHM HabyJia
aKTyaJIbHOCTI, OCKIJIbKM pPO3B’I3aHHA NpO0JIeMH aKTyaJIbHOI KaZpOBOI
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INOJITUKH, 10 CTOITh Ilepes 3aK/JaLoM, MOXJIMBe JIMIIe 33 YMOBH
CTBOPEHHSl HaJ/IeXXHOI MOTHBALiHOI 6a3d, 3/4aTHOI CIOHYKaTH
npaliBHUKIB /10 epeKTUBHOI [iJIbHOCTI Ta HaJlaHHA SKiICHHUX OCBITHIX
nmocayr. HpaeTbc TNpo BUKOPUCTAHHA TakKMX GOpPM 1 MeTOZiB
CTUMYJIIOBAaHHS MPAaLiiBHUKIB, SKi CIPUSJM MiABUILEHHIO €PEeKTUBHOCTI.
TakuM 4MHOM, ICTOTHA POJib B yIIPAaBJIiHHI IEPCOHAJIOM Ma€ BiJBOAUTHUCA
MoTHBalil. MoTuBaLil € TiE PYLWIMHOK CUJIOK Jle MOTHBHU MOXYTb
BUCTYIIAaTU YCBiJOMJIEHHAAM BaXJIMBOCTI B OTPUMaHHI HOBUX 3HaHb,
OaKaHHAM CaMOCTBEPAWTHUCS, NPOJEMOHCTPYBAaTU CBOK 3AATHICTb [0
aKTUBHOI [liI/IBHOCTI Ta 3HAMTU CBOE Micue B iepapxil cornjiaJibHUX
BiJHOCUH y KoJieKTUBIL. [lpyBecTr B [il0 OpraHi3oBaHy CUCTEMY [Jid
OTPUMaHHSI HeOOXiITHOro pe3yJbTaTy MOKJUBO TUIbKA KepiBHUM
OpraHoM IMEBHOTO BIJIMBY ab0 0C0000, B ITaHOMY BUNAJKy KEPiBHUKOM
3akJiaZly BUIIOI OCBiTH. /i1 LIbOTO NMOTPiOEH MeBHUW iHCTpyMeHTapiu
BIJIMBY Ha eJleMEHTH MOTHUBAIlil, 1106 BoHa novyasa ¢yHKIioHyBaTH. lllo6
epeKTUBHO pyxaTUCS [0 NOCTaBJEHOI METH, KEPIBHUIITBO 3aKJ1aJly BUIIO]
OCBITU Ma€ He JiMlIe IJIaHYBaTH Ta OpraHi3oByBaTH pob6OTy, a H
BUKOPUCTOBYBAaTU CHUCTEMY MOTHUBALl IpaLiBHUKIB BIANOBIZHO [0
pO3p0o06JIeHOr0 TMJIaHy [JAOCATHEeHHs Lijen 3akyiafy. OTKe, MO3UTHBHA
MOTHUBALifl OyJle YCIIIIHOW0, fIKI0: 3a6e3nmedyeHO peasizaljilo CUCTEMU
MOTHUBAllil; 3[iMCHIOETbCA Oe3MepepBHICThb; Bpax0OBaHO TyMaHITapHY Ta
KyJbTYpPHY CIHPSIMOBAaHICTb; BapiaTHUBHICTb; OCOOMCTICHY 3HaA4yIlliCTb
NpaliBHUKIB; camopeasi3aliilo; 3/1iiCHIOETbCS OpraHi3aliiHO-MeTOAuYHEe
3abe3neyeHHs nepcoHany. OTxe, cucremMa 3abe3nedyye aJleKBaTHY
MOTHUBAllil0 10 TpodeciiHOl AiAIbHOCTI, cCIpUsie NpoPpeciiHOMY PO3BUTKY
Ka/IpiB BUIII01 OCBITH.

KU1ro4oBi c/10Ba: MoTHBallig Ta CTUMYJIW; MO/JIeJIb MOTHBALLil; yIIpaBJIiHHA
IepCOHAJIOM; YUHHUKU; CTPATETIA.
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