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PRINCIPLES AND PECULIARITIES OF MOTIVATION MONITORING
IN MOTIVATION SYSTEM FOR INNOVATIVE LABOR

There is a need to implement effective methods of improving labor for the
effective functioning of enterprises in a competitive environment. One of the
methods of enhancing the motivation of employees of enterprises is motivational
monitoring - comprehensive system of constant monitoring of the actual state of
affairs in this field, systematic analysis of the processes that take place in it. The
purpose of motivational monitoring is a consistent assessment of changes occurring
in the social and labor sphere, forecasting the development of events, preventing
negative tendencies that can lead to the formation of centers of social tension,
working out the most effective measures that ensure the development and use of
labor potential [2, p. 65].

Currently, the importance of developing and applying adequate incentives to
the labor is recognized at all levels of government. However, the measures that are
developing and coming out by objective and subjective reasons are not sufficient to
change substantially attitudes towards productive labor and innovations. The
adoption of scientifically management decisions and their prompt correction,
forecasting of the situation on the labor market is hampered, in particular, by the lack
of comprehensive, timely and reliable information on changes in the labor
consciousness, lack of knowledge about the manifestation of regional peculiarities of
the labor mentality of the population and its differences within the spheres and
branches of employment.

In turn, lack of awareness generates false and superficial views on the causes
of the weakening of labor motivation, increases the number of miscalculations in the
process of trying to regulate different aspects and aspects of labor relations,
remuneration and employment. In the field of innovation activity, the risk of such
“miscalculations and errors” in the motivational management of labor is repeatedly
increasing, which is caused by the specific content of the labor of innovators.
Particular attention and study require mental traits that interfere with opening the
path to leadership and upholding progressive innovations in the laborforce for
employees who are truly talented and have high intellectual abilities. Thus, the
effectiveness of the organization, its innovativeness often depends on the intellectual
level of leadership development, their innovative culture [1, p. 110]. The
underestimation of such factor as the formation of the scientific and technical elite in
Ukraine leads to the loss of intellectual business and spiritual leaders, and this
situation becomes the obstacle to innovative development. Therefore, based on such
ideas, it is necessary to clarify the motivations that promote or impede the effective
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use of certain categories of professionals that are involved in the labor of innovative
content.

It is important to obtain the comprehensive characteristics of the labor activity
and the key indicators of the labor consciousness of employees for the objective
assessment of the state of labor motivation in dynamics and interconnection. The
following data have a leading significance among them:

- professional and qualitative staff composition, the level and quality of
professional training (retraining) of personnel;
- the forms and methods of material, moral and status stimulation of labor;
- the conditions and organization of labor, the mode of labor, the assessment of
staff performance;
- the assessment of the employee's contribution to the final results of the activity;
- the level of labor satisfaction, the dominant motives of labor activity;
- the living standards (nominal and real wages, the level of housing, medical
services, education, everyday life, etc.);
the employee attitude to the market transformations;
the attitude to the situation on the labor market;
the assessment of social tension in the laborforce, society;
the assessment of the causes of crisis and ways of overcoming them, etc.
The motivational monitoring of the above data requires adherence to the
principles that set out in Table 1.

Table 1
The principles of the motivational monitoring
The principle The content

The principle of The construction of a system of indicators for the areas of labor

systematicity motivation (the employment motivation, motivation to work
effectively, motivation to retrain, motivation to develop
competitiveness in the labor market, motivation to the career,
motivation to develop and implement innovation, etc.).

The principle of The determining the frequency of calculation of individual indicators.

periodicity

The principle of The choice for observing the main directions of motivation of labor

dominance activity at the present stage of market transformations.

The principle of The analysis of the main causes of changes in the state of labor
analyticity motivation of the staff, taking into account the action of external
factors at the macro and microeconomic levels.

The principle of The substantiation of proposals on the basis of monitoring to regulate
validity the state of motivation in the interests of ensuring the efficiency of

labor.
The principle of The inconsiderable time and material costs for collecting, processing,
economy analyzing of the information.
The principle of The rapid processing of data at the PC and bringing the results of the
efficiency analysis and recommendations to the labor authorities.

The results of motivational monitoring will have their own characteristics at
every enterprise, in every region, however, they will also reflect the general traits of
the employee's labor motivation.
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Undoubtedly, the motivational monitoring can observe the impulses,
manifestations of the formation of innovative culture of society and, at the same
time, establish its lack, giving grounds for certain changes in this direction, the use of
conflict-free methods of social design, reorganization of personnel structures. From
our point of view, the innovative culture of the staff, of course, is not reduced to the
positive perception by employees of any innovations.

The presence of such a culture implies, first of all, an internal desire for
mastering the latest knowledge and self-realization, the desire to increase the
efficiency of mental work and life in general, a heightened sense of time, intolerance
to the irrational use of resources, conscious social orientation, economic orientation
of technology, environmental effect of labor activity.

The specific features of the widespread labor mentality hinder the adaptation
of both staff and management of enterprises to the changing conditions of a market
economy. It should be noted with regard to staff, that adaptation to market conditions
is ambiguous among different age groups, which can not but affect labor productivity
in relation to innovation, a manifestation of a more formal than real desire to increase
the level of competitiveness. It is possible to examine in the process of the
motivational monitoring, how quickly the mindset of older workers is changing, how
they acquire the basics of market knowledge and new information in the field of
innovation, since they spent most of their lives in a planned centralized economy,
where there was limited expression of autonomy and initiative. Experience has
shown that for older people to master new circumstances, radically changing their
work behavior is much more difficult than for young people under 30, their
subjective sense of dependence on external circumstances is very high. As a result,
many members of this group (mostly those over the age of 45-50) have a lot of
problems, especially the psychological order: feelings of insecurity, nervousness, up
to the acquisition of certain psychological syndromes, and this impedes any positive
motivation for the development and implementation of innovation.

It should be emphasized that the psychological aspect of a person's degree of
readiness for fluctuations in the market situation, the need to change labor behavior,
(the development of internality or externality), are very important for the prospects
for innovative development, because it characterizes the degree of awareness of one's
own ability to influence the course of working life and responsibility for the results
of one's activities. Therefore, the dissemination of internal orientations (self-reliance,
self-effort, and initiative) among young workers in innovative labor can be
considered encouraging, because they strive for changes and demonstrate clearer
market orientations in the labor place.

The practical implementation of the recommendations of comprehensive
motivational monitoring in the system of material, labor, status motivation should
contribute to the improvement and updating of certain features of the labor mentality.
The results of monitoring are important both for regulating labor motivation at the
enterprise level and for regulating the situation on the labor market, regulating and
forecasting employment within sectors of the economy, migration behavior of the
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population, support of labor initiative, entrepreneurship, involvement of citizens in
productive labor and innovation in priority spheres of the national economy.

Therefore, we agree that macroeconomic factors play a decisive role in
creating incentives for the development of innovative labor in Ukraine, and we
consider it necessary to state that not all reserves are used to activate the labor
behavior of employees in the field of innovation, adaptation of the labor mentality to
market conditions at the micro level. The presence of unresolved problems in the
management of innovative labor in enterprises, unfulfilled labor expectations of staff
engaged in innovative labor, reduces the economic and social efficiency of the labor
for each worker, and the enterprise as a whole, affects adversely on the final results
of innovative activity, competitiveness.
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MEINUYHA PE®OPMA SAK YUHHUK
IHHOBAIIIMHOI'O PO3BUTKY

OxopoHa 370pOB’sS — Ay’K€ BaKJIMBa JIaHKA HAI[lIOHATBHOI OE3MeKH KOXKHOI
Kpainu. SKicTh QyHKIIOHYBaHHS CHCTEMH BHU3HA4Ya€ HACKIUIBKU HACEJICHHS KPaiHU €
3I0POBHM, TIPAIE3AATHUM 1 CIIPOMOKHUM CTBOPIOBATH KOPUCHUN TIPOIYKT.

3a paAsSHCHKHX YaciB MM MHUTAHHSAM MPHIUTUIOCS AOCTaTHBO yBaru, TOMY Y
cmagoK YKpaiHi JicTajach po3rajyKeHa Mepeka JIKapChKUX 3aKiajiB. 3 OTHOTO
00Ky — II€ € BEeJIMKOIO TIepeBaroio sl Haloi KpaiHH, ajie 3 1HIIOro — I CKJIagHa i
JOpOroBapTiCHa CHCTEMa BUMArae BEJIMKHUX KOIUTIB HAa YTPUMaHHS B PoOOYOMY
CTaHi, 0 HE 3aBXIU € €eKOHOMIYHO BUMPABIaHUM. 3a TiapaxyHkamu, 0sm3sko 70%
KOIITIB, IO CHPSIMOBYIOTHCA B YKpaiHi Ha OXOPOHY 370pOB’s, y HopedopmeHuit
BUTpAuajocs Ha yTPUMaHHs Ta 00CIyroByBaHHs cTalioHapHoi gonomord [1, c. 158].
Bbpak xo1TiB npu3BiB A0 MOTIPUICHHS CTaHy HASBHUX OCHOBHHUX 3aCO01B JIKapPChKUX
3aknaniB. byniBmi Men3akiaaiB BUMaraioThb HEraHOTO pPEMOHTY, OOJaJHaHHSA
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