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KnoueBbie cioBa

MOTUBALIA

YNPABNEHWE NEPCOHANIOM
MATEPUATIbHAA MOTUBALIAA
HEMATEPUANbHAS MOTUBALIVA
JOOEKTUBHOCTb MOTUBALIMM
BW/Ibl MOTUBALIN

POTb M MECTO MOTUBALIMN
CUCTEMA MOTVBALUY

B cTatbe paccmaTpuBaloTcss MoHATHE W OC-
HOBHble BMAbl MOTMBaLMK. OTMeuaetcss ocobas
pONb MOTMBALIMK NEepcoHana nNpu GoPMUPOBaHNH
NPOGECCHOHANbHON KOMaHZAbl Manoro npeanpu-
ATUA. AHANW3MPYIOTC BO3MOMKHbIE MOCNEACTBMA
HenpaBUIbHO BLICTPOEHHON CHCTEMbI MOTUBALIMK.
Mp1BOAATCA NPUMEPLI 3KOHOMMYECKOro poCTa,
06YCNIOBNIEHHOrO KOMMIEKCOM MEpPOMPUATHIA 1O
MNOBBLILIEHNIO YA0BNETBOPEHHOCTU NepcoHana yc-
JIOBMAMM PabOThl B OPraHn3aLmu.

JEL classification

M12, M51

JddeKTHBHAA CHCTEMa MOTHBALLUM —-
Ba)XXHeHLWee ycnoBue GopMUPOBaAHHS
npodeccHOHaNILHON KOMaHAbI

3Ha|-||/|e M WCNOoNb30BaHNWe MOTHWBa-
LMK HeobXOAMMO B MPaKTUYECKON
pabote no ynpasneHuo nepcoHanom. Ms-
BECTHO, UTO YNpaB/ieHne NpeLCcTaBaeT co-
601 He UTO MHOE, KaK HacTpauBaHue Apy-
rux nogen Ha Tpyg [1. C. 232].

CopepxaTenibHble TEOPUM MOTMBALMN
OCHOBbBIBAIOTCA Ha TOM, UYTO CyLLECTBYHOT
BHyTPeHHue nobyxaeHusa (notpebHocTy),
KOTOpble 3aCTaBAAIT YenoBeKa [eliCTBO-
Batb [3. C. 226].

MpoueccyanbHble Teopun MOTUBALUM
(bonee coBpeMeHHbIE) OCHOBaHbl Ha MO-
JensAx NoBeAeHNA Nofeil C y4eToM UX BOC-
npuatna n nosHanuaA [2. C. 135].

Yto MOTMBUMpPYET Ntogeit K pabote? Yxe
6onblue BeKa 3TOT BONPOC BONHyeT pabo-
TofaTenel. B KOHUe KOHLOB, eciv Bbl OHK
CMOTJIN HAiT CEKPET TOTO, UTO NOGYXKAaeT
COTPYAHMKOB paboTaTb ycepaHee, TO npu
TEX e WHBECTULMAX B NepcoHan paboTa
KoMnaHui ctana 6bl 6onee NPoAYKTVBHOM
[8.C.197].

To6oii COBpeMeHHbI TOM-MeHemXep
0CO3HaeT, UTo ycrnex opraHv3auumn Hanps-
MYI0 3aBUCUT OT pa3paboTKm, BHELPEHNA U
npumeHeHnA 3GGEKTUBHON CUCTEMbI MO-
TBauum nepcoHana [4. C. 190].

OcobeHHOCTbI0  COBPEMEHHOro  Nof-
Xofa K U3yYyeHUI0 MOTMBALMN NepcoHana
ABNAETCA TO, UTO B aKTUBHYIO SKOHOMUYeE-
CKYIO XW3Hb BOLLIO MOKONEHNe MeHeKe-
pOoB € abCOMIOTHO PbIHOYHOW MOTUBaLIMEN,
C BblpaboTaHHbIMK CTaHAapTamu noTpe-
6neHnA, rotoBoe HanpaXeHHO TPYAUTbCS,
HO 3a «MPUANYHBIE» AEHBIN. DTO HOBOE MO-
KONeHue MeHe[KepoB TBEPAO 3HaeT, Yero
OHO XOUET 1 KaK 3Toro obuTbCa.

OcCHOBHbIMY HanpaBneHNAMM B COBpe-
MEHHbIX TEXHOMNOMMAX YNpaBieHNsa nepco-
Hanom ABAAKTCA BONPOCHI €ro pasBuTHA,
a TaKKe COBEPLUEHCTBOBAHNA CUCTEM CTH-
MynupoBaHua. MepcoHan — Befywmin ak-
TVB opraHu3aumu. CnoXmBLIasacA cuctema
ynpaBneHua npeanpuATMeM, CTUlb PyKo-
BOACTBAa MOFYT COXPaHATb, YBeNnuMBaTb
3TOT aKTWB WU MpeBpaliaTbh ero B nac-
cvB. PykoBoaumTenn — npAmMble y4aCTHUKU
JaHHOro npouecca, HO, Kak MoKa3blBaeT

MPaKTUKa, MHOTME 13 HUX NO-Pa3HOMY Mo-
HUMAIOT MOTVBbI 1 CTUMYbl, MOTVBALMIO
¥ CTUMYNMPOBaHWe 1 T.4., @ OTCloAa — pa3-
NINYHblE KOHEYHble pe3ynbTaTbl.

Ha poccuinckmx npeanpuaTuax no nHu-
LmaTuBe X PyKoOBOAWTENel B NOCieaHve
rogbl MPOU3OWNN OpraHW3aLyoHHble 13-
MEHEeHVA B 3TOM HanpaBsieHny, Hanpumep,
NoABUAMCb NOAPa3AeneHrA No MOTUBALIUK
nepcoHana. PakTopamui, NOBAVABLIMMM Ha
3TOT MPOLIECC, KaK CUMTAIOT HEKOTOpbIe UC-
CnepoBateny, CTanu: KOMaHAMPOBKM Ha 3a-
py6exHble NPeANpPUATAA; 03HaKOMIEHUE C
OTeYeCTBEHHbIM OMbITOM aKTUBM3aLMK Ye-
NOBEYECKNX PeCcypCcoB; NHPOPMMPOBaHME
CneuvanncToB O MepeAoBOi MpPaKTUKe;
VIHTYWUTVBHbIE OLLYLIEHWUA HEOOXOAUMOCTU
n3MeHeHun B 3ToW BaxkHom cdepe [5. C. 3].

Yto cTouT 3a onpepeneHmem MOTKBa-
LMK C TOYKW 3PEHUA COBPEMEHHDBIX MOAXO-
[0B 11 KAKOBbl OCHOBHble ee BUAbI?

MoTuBauua - 370 COBOKYNHOCTb daK-
TOPOB, MEXaHN3MOB 1 NPOLIECCOB, obecne-
UMBAIOLLMX BO3HUKHOBEHNE NOBYXAEHUSA K
LOCTVXKEHMIO HEOOXOANMBIX ANA NHAVBUAA
uenen [11.C. 315].

MoTuBauusa nepcoHana B KOMNaH1y -
3TO CMCTEMa BHELLHUX YCNIOBUIA, 3amycKalo-
LWMX BHYTPEHHIO SHEPruio U akTMBHOCTb
noaen Ha pabote. MoTvBauus COTPYLHU-
KOB — 3TO Ta Harpaga, pagu KOTOPOIN OHK
FOTOBbI HE TONbKO PaboTaTb Ha KOMMaHMIO
B pamkax GpyHKLOHana CBOel JOIMKHOCTY,
HO 1 pellaTb HOBble AOMONHUTENbHbIE 3a-
paun. MoTusrpyembln COTPYAHUK KOMMa-
HUWM — 3TO TaKOW COTPYAHWK, KOTOPbIA C
XenaHuem UAET Ha paboTy W UCMbITbIBAaET
MCTUHHOE Y0BONbCTBIE OT pabouero npo-
Liecca. Takol Yenosek 0CO3HaHHO MHOIO U
yCepAHO TPYAWTCA, NPOABNAET BAOXHOBE-
HUue B paboTe, nonyyasa BbICOKME pe3ynb-
TaTbl. YTO BbIFOAHO 11 CAMOMy YeNIOBEKY, U
6u3Hecy [10]!

MoTuBauusa Tpyaa - 310 CTpemneHve
paboTHUKa YAOBNETBOPUTL CBOU MOTPe6-
HOCTW (NoMyunTb onpepeneHHble bnara)
MOCPeACTBOM  TPYAOBON  AeATENbHOCTM
[6.C.271].

B nuTepatype BblgenAlT TPM OCHOB-
HbIX BUAa TPYAOBOW MOTMBALIN:



Efficient System of Motivation
as a Critical Condition for Building
a Professional Team

he knowledge of motivation is

essential in practical personnel
management. It is widely known that
management is nothing else but tuning
other people for work [1. P. 232].

The fundamental idea of content
theories of motivation is that there ex-
ist internal impulses (needs) that make a
person act [3. P. 226].

Process theories of motivation (which
are more modern) are centred on the hu-
man behaviour models that take into ac-
count people’s perception and cognition
[2.P.135].

What motivates people to work? For
more than a century this issue has been
in the focus of employers’ attention. In
the end if they could uncover the secret
of what makes their staff work harder,
with the same investment in personnel
the company performance would im-
prove [8.P. 197].

Any today’s top executive realizes
that company success comes directly
from development, introduction and im-
plementation of effective system of per-
sonnel motivation [4. P. 190].

The specifics of the modern approach
to the research of personnel motivation
is that a brand new generation of manag-
ers who are definitely market-motivated
have entered active economic life. They
have their consumption standards set
and are quite ready to labour but only if
they are paid adequately. This new gen-
eration knows perfectly well what they
want and how to get it.

The major directions in the state-of-
the-art technologies of personnel man-
agement include the issues of its devel-
opment and improvement of incentive
systems. Personnel is an invaluable asset
of an organization. Existing system of
company management, style of man-
agement may retain, enhance it or turn
it into deadweight. Company leaders are
direct participants of this process but
as practice shows many of them misun-
derstand such concepts as motives and

incentives, motivation and incentivizing
and etc., what leads to rather contrasting
final results.

At the Russian enterprises recently
their leaders have initiated a number of
organizational changes in this field, for
example, new departments responsible
for personnel motivation were estab-
lished. Among the factors contributing to
this process some researchers name the
following: business trips to foreign firms,
familiarization with domestic experience
of unlocking the potential of human re-
sources, received information about best
practices; intuitive feeling of necessity to
initiate changes in this important sphere
[5.P.3].

What stands behind the definition of
the concept “motivation” from the per-
spective of modern approach and what
are its main types?

Motivation is a set of factors, mecha-
nisms and processes ensuring the emer-
gence of impulse to achieve goals neces-
sary for an individual [11. P. 315].

Personnel motivation in company is
a system of extrinsic conditions that trig-
ger internal energy and activity of people
at work. Personnel motivation means the
reward for which employees are willing
to not only work for the company within
the delegated responsibilities, but to ac-
complish new additional tasks as well.
A motivated employee in a company is
a kind of an employee that goes to the
office with the desire to work and gains
the real pleasure out of the process. Such
a person toils consciously, demonstrates
inspiration, and obtains good results.
What appears to be beneficial both to the
employed, and to the business [10]!

Labour motivation is employees’ as-
piration to satisfy their needs (get par-
ticular goods) through labour activity
[6.P.271].

In literature three basic types of la-
bour motivation are identified:

1) monetary;

2) social (moral);

3) organizational (administrative).
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1) maTepuanbHas;

2) couymanbHasa (MopasnbHas);

3) opraHun3aunoHHana (agMMHUCTpa-
TUBHas).

MamepuaneHas momusayus peanwnsy-
eTcA uepes cucTemy onnathl Tpyaa, cucTe-
My anddepeHUMpPOBaHHOMO yyeTa BUIOB
1 Pe3ynbTaTUBHOCTY TPyAa, CUCTEMY pea-
NIM3aLMM NONYYEHHbIX 3@ TPY AEHEXHbIX
cpeacTB (pa3Butne chepbl pacxofoBaHMs
MoMyyYeHHbIX TPYA0BbIX AoX0A0B). K fonon-
HUTENbHbIM CTUMYNaM OTHOCATCA Onnata
TPaHCMOPTHBIX PacXoA0B, Cybcuanm Ha nu-
TaHWe, onaTa pPacxofoB Ha 0bpasoBaHue,
MeAMLMHCKOoe 00CNyXMBaHMe, NOe3AKM Ty-
PUCTUYECKOTO XapaKTepa B BbIXOAHbIE AHU
1 BO BpeMs OTMyCKa, OrnjaTa pacxofoB Ha
CTPaxoBaHMe M3HU PabOTHUKOB 1 UX M-
AVBEHLIEB, HA CTPAaXOBaHMe OT HECYACTHbIX
Cnyyaes 1 T.N.

CoyuaneHas, uau MopasabHas, momu-
8ayus OCHOBaHa Ha HPABCTBEHHbIX LEH-
HOCTAX YENTIOBEKA, OCO3HAHM PAaBOTHINKOM
CBOEro TpyAa Kak onpefeneHHoro Aonra
nepern o6LECTBOM, MOHUMAHWUN LIEHHOCTU
1 MONe3HOCTN 3Toro Tpyaa. K faHHoON Ka-
TEropuy OTHOCAT Takxe nobyauTenbHble
MOTWBbI, CBA3aHHblE C TBOPUECKOW Hacbl-
LEHHOCTbIO 1 COflepXaTeNbHOCTbIo TPYaa,
OTHOCUTENbHO BNAroNpPUATHLIMK €ro ycno-
BMAIMU, B3aUMOOTHOLLEHUAMM B TPYLOBOM
KONNeKTMBE, OTHOLLIEHUAMM MeXay paboT-
HUKOM W ero pyKOBOAWTENeM, BO3MOX-
HOCTbIO NPOdeCccMoHanbHO-KBannpuKaLm-
OHHOro POCTa, CaMOCOBEPLIEHCTBOBAHMSA
1 CAMOBbIPaXeHMS,

Op2aHu3ayuoHHas (aomMuHucmpamus-
Has) momueayus ONMPAETCA Ha 3akpen-
NIeHHOe 3aKOHOM NPaBO ALMUHUCTPALMN
(pabotopatens) TpeboBaTb OT PAbOTHM-
KOB COOMIOAEHNA MPUHATLIX NPaBua TPYy-
noBol featenbHocT. OCHOBa 3TOro BUAA
MOTMBALMN — AUCUMMAMHA Tpyha, a ee
VHCTPYMEHT — OUCUMNAMHApHaA OTBeT-
CTBEHHOCTb, NpefycMaTpuBaloLas mepbl
BO3JeNCTBIA Ha paboTHMKa 3a HeHaane-
Xalllee UCNoNIHeHMe CBOWX 06s3aHHOCTEN.
ABMUHUCTPATMBHAA MOTMBALMA BKIOUaeT
N Mepbl NOOLPEHNS, Takne Kak obbaBne-
HWe 611arofapHOCTK, Bbljadya nNpemuu, Ha-
rpakaeHve LEeHHbIM NOAAPKOM, NOYETHOM
rpamoToM, 3aHeceHue B KHury noueta u Ha
Jocky nouerta [10].

B Lenom MoTMBaLIO MOXHO Pa3fenuTb
Ha MamepuasnbHyto N HeMamepuasbHyio.

B kauecTBe NoOTEHLMANbHbIX Hemare-
pWanbHbIX CTUMYNOB MOTYT paccmaTpu-
BaTbCA BCE MMetoWMecs B PacnopsKeHum
cybbeKTa ynpasneHna MopasbHble, HPaB-
CTBEHHO-NCUXONOTrMYECKne, CoLuanbHble
N OpraHM3aLMOHHbIE LIEHHOCTMW, KOTopble
ABNAIOTCA afeKBaTHbIMK COLMANbHO 06-

YCNOBNEHHbIM MOTPEOHOCTAM NINYHOCTH.
K HemaTepmanbHbIM MOTYT ObITb OTHECEHDI
nobble CTUMY”NbI TPYLOBOW LEATENbHOCTY,
33 UCKMIOYEHNEM AEHEXHOTO N HEIEHEX-
HOro MaTepuaNnbHOro BO3HarpaXKaeHus
nepconana [9. C. 523].

OCHOBHbIMI HamnpaBNeHNAMU HeMaTe-
prianbHOro CTUMYNMPOBaHUA NepcoHana
ABNAOTCA MOpaNbHOE CTUMYNUPOBaHWUE,
OpraHM3aLMoHHOe CTUMYNMPOBaHUE 1
CTUMYNMPOBaHMe CBOBOAHBIM BpEMEHEM
[9.C.524].

MopanbHoe cTumynupoBaHue Tpygao-
BOUi AeATENIbHOCTU — 3TO PerynupoBaHue
rnoBefeHns pPaboTHMKA Ha OCHOBE npej-
METOB 1 ABMEHUI, OTpaxawwwmx obLye-
CTBEHHOE MPU3HaHWe, NOBbILIAKLLMX Npe-
CTvK paboTHMKa. CTMynMpoBaHMe Takoro
pofa 3anyckaeT B AeiCTBME MOTUBALWIO,
OCHOBaHHY!I0 Ha peanu3aLum noTpebHoCTH
Bblpa)kaTb MPU3HATENbHOCTb M ObITb NpPK-
3HaHHbIM. CyTb perynupoBaHus 3aKio-
yaetca B nepegade M PacnpoCTpaHeHum
MHdOpMaLMM O pe3ynbTaTax TPYAOBON fe-
ATENbHOCTY, LOCTVXKEHWAX B HEl U 3acny-
rax paboTHWMKa nepen KOMNEKTUBOM WAK
opraHusaumen B uenom [9. C. 525].

OpraHusaunoHHoe (TpyaoBoe) cTu-
MYNMpoBaHue — 3T0 perynuposaHuie no-
BefleHNsA PabOTHMKA Ha OCHOBE W3MeHe-
HUA YYBCTBA YOBNETBOPEHHOCTW TPYAOM.
Y,0BNETBOPEHHOCTb TPYOM KaK OLEeHOu-
HO-3MOLIMOHANIbHOE OTHOLLEHWE IMYHOCTK
WK KONNEKTMBA K BbIMOSIHAEMON paboTte
1 yCNoBUAM ee NpoTekaHua Gopmupyetca
6narofapsA B3aMMOCBA3N YaCTHbIX Y[OB-
NeTBOPEHHOCTEN OTAENbHLIMU acneKTamu
TPYAOBOW KW3HU: OpraHu3auuen, copep-
XaHWEM W NPOAYKTUBHOCTbIO TpyAda, [o-
CTOVHBIMU YCNOBUAMK TPYAa, KauyecTBOM
TPYAOBO XW3HW, ONNATON TPYAa, OTHOLLe-
HUAMK B KonnekTuee 1 T.N. [9. C. 526].

CrumynupoBaHme cBo6GOAHbIM Bpe-
MeHeM — 3TO perynmpoBaHue NoBefeHus
paboTHMKa Ha OCHOBE M3MeHEHMs BpeMe-
HW ero 3aHATocTU. CyTb CTUMYNMPOBAHNA
3aK/I0YaeTCA B MpefocTaBfeHnn paboT-
HUKY peanbHbIX BO3MOXHOCTEN B peanu-
3aLumn NpodeccMoHanbHbIX MHTEPecoB 6e3
ywep6a Ans NMYHON XKN3HU, CeMb, 3[OPO-
BbA 1 OTAbIXa. POCT MaTepmranbHoro 6naro-
COCTOAHMA 06LLEeCTBa, YPOBEHb Pa3BUTUA
MUPOBOW HayKW, KynbTypbl, WCKYCCTBa,
MHOOPMALMOHHbBIX TeXHONOrni obycnos-
NINBAET paclUMpPeHe Kpyra MHTEPeCoB Co-
BPEMEHHOTIO YesIoBEKa, HAXOAALWMXCA BHE
NNOCKOCTU NpodeccroHanbHo TPYLoBOiA
neatenbHocTy [9. C. 527-528].

MpropuTeTHOCTL BbIGOpPa TOrO UMW
MHOTrO HanpaBfeHus HemaTepuasbHoOro
CTUMYNMPOBaHNA B MpaKTUKe paboTbl C
NMepPCoHaNioM 3aBUCUT OT TOTO, B KaKOW Cu-

TyaLum 1 C KaKom Lienbio OHY NPUMEHSAIOT-
€A, a TaKKe B KaKOW CTeneHw Lienn opraHoB
ynpaBneHusa COOTBETCTBYIOT WHTepecam
pabotHukos [9. C. 524].

B 6u3Hece HemaTepuanbHble YCIoBuUA
HanpAMYIo BAKAIOT Ha NPUObLINBHOCTL KOM-
MaHUW 1 CTaHOBATCA MaTepuanbHbIMU dak-
Topamu. YTobbl MOYYBCTBOBATb OCTPOTY
npobnembl, HAYHEM C OLIEHKM Gr1HAHCOBbIX
noTepb OT HeraTVBHbIX YCIOBUIA, BO3HU-
KaloLWMX BO BHYTPEHHUX KOMMYHUKaLUAX
6onbluMHCTBa KOMMaHuiA. Bosbmem ans
nprmepa [Ba «CaMblX HeMaTepUabHbIX»
dakTopa: cmuse ynpasneHus pykosooume-
J19 N HacmpoeHue compyoHUKO8.

Ecnu  pykoBoguTenb  «MpaKTUKyeT»
OCKOpOneHne 1 YHIKeHe CBOMX Noguu-
HEHHBbIX, TO UX 3$EKTUBHOCTb B paboTe B
[0NrOBPEMEHHOM Nepuofje 3aMeTHO CHU-
XaeTcs.

Mpveegem cnegytowme undpbl, UMeto-
LMeca B nuTepatype.

MpumepHo 30% nepcoHana B ycoBU-
AX TaKOro afMUHUCTPUPOBaHKA paboTaeT
Me[NeHHee UK CoBepLUaeT OLINOKN. 3ame-
TUM, UTO B 0ObIYHBIX YCNOBUAX OLIMbAOTCA
BCero 6% paboTHNKOB. MOXHO nocunTaTh
LleHy He BbIMOMHEHHOTO CBOEBPEMEHHO
3aflaHnA 1 KaxgoW OLWMOKM B OTAeNbHO-
CTW — NONMYYNTCA BHYWWTENbHaA CyMMa.
Okono 33% O06WXEeHHbIX PAabOTHMKOB He
npunaraoT AOMONHUTENbHbIX YCUAWIA ANiA
BbINOMHEHUA CNOMXHBIX U OTBETCTBEHHbIX
3apaHuin. CpaBHUTE: B CMOKOMHON 06CTa-
HOBKe TaKMX Cnabo MOTMBMPOBAHHbIX Ha
pelleHre CNOXHbIX 3afay Nofeil oKono
9%. O6MKeHHble NOAYMHEHHblE He ByayT
3aflepXKnBaTbCa nocne paboTbl UK BbIXO-
AnTb Ha paboTy B BbixoAHble AHW. U ecnn
ANA PoCTa KOMMaHUM PyKOBOACTBO MOCTa-
BT nepej HUMU ambuumMo3Hble 3afjauv,
3acTasnawlme paboTaTb Ha Npepene Bo3-
MOXHOCTel, 3HauUUTENbHOE YMCNO Cneuw-
anncToB He MOAAePKaT HauMHaHWA CBOUX
6occoB. bonee Toro, 39% BO3bMyT 60Jb-
HUYHbIE INCTbI, XOTA He ByLyT UCMbITbIBaTb
ocobbix npobnem co 3gopoBbem. Mo npu-
UMHE OTCYTCTBUA «3a0OONEBLIMX» BaXHble
3afiaun He ByayT BbINONIHEHDI, NEPEroBOPbI
He 6yayT NPOBeAEeHbI, @ KNNEHTbI He Nony-
yaT ToBapbl UK ycnyru. B pesynbrate ocTa-
eTCcA Wb cYnTaTb 0O6beM HepononyyeH-
How npubbinu [7. C. 6-7].

[anee, npumepHo 24% paboTHUKOB
OyayT Yacto KypuTb, 06CYyKaaTb TAXeNbli
XapakTep CBOEro pykoBOAWTens, Cpas-
HUBaTb ero c Apyrumu, 6onee s3ddekTrB-
HbIMW YnpaBaeHUaMn U3 JPYKeCTBEHHbIX
KOMMaHUIA WA, YTO 3HAUYUTENBHO XYyXe, U3
KOMMaHUIA-KOHKYpeHTOB. Bpemsa nepeky-
poB OyAeT 3aTArNBaTbCA, U Kax bl paboT-
HUK, BbIKypUBaloLWUin B TeyeHre pabouero



Monetary motivation is realized
through the wage system, the system of
differentiated accounting of types and
results of work, the system of realizing
the money paid for work (development
of the sphere of spending the revenues).
Additional incentives include compen-
sating transport costs, subsidizing meals,
paying for training and education, medi-
cal service, tourist trips during holidays
or vacation, providing life insurance, acci-
dent insurance (for employees and their
dependants) etc.

Social or moral motivation is based
on ethical values, an employee’s under-
standing of his/her work as a duty to
the society, and recognition of the im-
portance and usefulness of this labour.
This category also includes motives con-
nected with creativity and content of
work, relatively favourable conditions,
relations with co-workers, relations be-
tween an employee and the supervisor,
opportunities for professional growth,
self-improvement and self-expression.

Organizational (administrative) mo-
tivation relies on the administration’s
(employer’s) right enshrined in law to re-
quire employees to comply with the es-
tablished rules at work. The basis of this
type of motivation is formed by labour
discipline which results in disciplinary
responsibility that supposes disciplinary
action on employee taken if he/she in-
appropriately performs his/her duties.
Administrative motivation also includes
encouragement measures such as mak-
ing honourable mention, giving bo-
nuses, awarding valuable presents and
honourary certificates, making notes in
the Honours Book and on the Honours
Board [10].

On the whole motivation may be di-
vided into monetary and non-monetary.

As potential non-monetary motiva-
tion incentives all moral, ethical-psycho-
logical, social and organizational values
that the subject of management has
at its disposal and that are adequate to
socially-grounded needs of a personality
can be considered. To non-monetary in-
centives we can also refer any incentives
except for remuneration in the form of
money or other material form [9. P. 523].

The main directions of non-monetary
incentivizing of personnel include moral
incentivizing, organizational incentiv-
izing and incentivizing using free time
[9. P. 524].

Moral incentivizing of work means
the regulation of the employee behav-
iour on the basis of objects and phenom-

ena which mirror public recognition and
boost prestige. Incentivizing of that kind
triggers motivation that rests upon the
realization of the need to express grati-
tude and feel recognized. The essence of
regulation is in the transfer and distribu-
tion of information about the employee
performance, achievements and feats
that are of high value to the co-workers
and the organization [9. P. 525].

Organizational (labour) incentiv-
izing is the regulation of the employee
behaviour on the basis of changing the
feeling of satisfaction at work. Satisfac-
tion with work as appraising and emo-
tional perception by individual/staff of
both the work being done and the con-
ditions is shaped due to the link existing
between particular satisfactions with
specific aspects of the working life: or-
ganization, content and productivity of
labour, decent labour conditions, quality
of working life, salary, ties with co-work-
ers etc [9. P. 526].

Incentivizing using free time is the
regulation of the employee behaviour
on the basis of changing the time of his/
her involvement into work. The essence
of this type is in providing an employee
with real possibilities to pursue profes-
sional interests without damaging his/
her personal life, family, health and rest.
The growth of wealth of the society, de-
velopment of the world science, culture,
arts, and information technologies leads
to the widening spectrum of interests of
a modern man when outside profession-
al activities [9. P. 527-528].

The priority assigned to this or that
direction of non-monetary incentivizing
in practical personnel management de-
pends on the situation and goals when
motivation is needed and provided as
well as to what extent the goals of man-
agers correspond to the interests of em-
ployees [9. P. 524].

In business non-monetary conditions
directly influence company profitability
and so become monetary factors. To un-
derstand how acute the problem is, let
us estimate the losses due to negative
conditions in internal communications
seeming to take place in the majority of
companies. As an example we take two
“the most non-monetary” factors: style of
management and employees’ mood.

If the leader offends and humiliates
the subordinates on a regular basis, their
efficiency at work in the long term de-
clines significantly.

Let us support our idea with the fol-
lowing figures found in the literature.

Labour e Cadres ¢ Education

Being administered in such a way
about 30% of personnel works more
slowly and makes mistakes. It should be
noted that in ordinary conditions only
6% of employees are apt to make them.
So, the price of every underperformed
task or inaccuracy can be counted and
is likely to make up a substantial sum.
Around 33% of offended workers do not
put any extra effort to fulfill complicat-
ed tasks requiring much responsibility.
Compare: in a calm situation there are
approximately 9% of such weakly moti-
vated people. Subordinates whose feel-
ings were hurt will not work longer hours
and at the weekend. And if to ensure
company growth its management sets
some challenging tasks straining per-
sonnel to the limit, a significant number
of specialists just will not support their
bosses’ initiatives. Moreover, 39% will go
on sick leave although actually they will
not be having any health problems. Be-
cause of their absence important tasks
will not be completed, negotiations will
not be held, and the clients will not re-
ceive their goods and services, resulting
in the lost profit which can be estimated
[7.P.6-7].

Then, approximately 24% of em-
ployees will often smoke, discuss their
bad-tempered boss, and compare him/
her with other, more effective managers
from partnering companies or, what is
even worse, from their company’s rivals.
Cigarette breaks will take longer and
longer, and every employee who smokes
on average 10 cigarettes spending ten
minutes for each as a result will not be
working for almost half an hour. Given
the information about monthly salary is
accessible, probable losses can be calcu-
lated here as well [7.P. 7].

Creative employees are especially
emotionally fragile: in conditions of ag-
gressive style of management they pro-
duce almost three times less creative ide-
as, and, as a rule, refuse to take on new
tasks. Fear over failure matters for them
more than pleasure from possible suc-
cess. In the end the business will experi-
ence a shortfall in innovations, stagnate,
make no headway, while its competitors
will burst forward to new heights. Finan-
cial losses are rather huge here as well
[7.P.7].

At last offended people are about four
times less satisfied with their work, what
decreases their loyalty to the company.
They are looking for another job vacancy
in other businesses and leave, some-
times by the whole teams. The duties of
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[HA B CpefHeM AecATb curapeT no AecATtb
MUHYT MO NPUYMHE MepexuBaHui, bynet
HepopabaTbiBaTb Gonee nonytopa Yacos.
3HanA exeMecAuHbIl JOXOA PabOTHUKOB,
CTOMMOCTb TaKUX NOTEPb TaKXKe MOXHO Mo-
cuntathb [7. C. 7].

Ocobol 3MOLMOHANbHON XPYNKOCTbIO
OT/IMYAIOTCA KPeaTUBLUMKU: B YCIIOBUAX
arpeccrBHOrO  CTUAA  YMNpPaBNEHWA OHW
«KpeaTuBAT» NPUMEPHO B TPW pasa pexe
U, KaK NPaBwuio, OTKa3blBalOTCA OT BbINON-
HeHuA HoBbix 3afiay. CTpax nepep Heyna-
Yamy 418 HWAX NO 3HAYMMOCTM NpeBbILIAET
PafoCTb BO3MOXHbIX ycrnexoB. busHec B
utore GymeT ncnbITbiBaTh AedULNT UHHO-
BaLMI, CTarH1POBaTb, TONTaTbCA Ha MecTe,
a KOHKYPEeHTbI — pBaTbCA Bepep K HOBbIM
BepluMHaM. OUHaHCOBble MOTEPU Ha 3TOM
HanpasneHuu Toxe Benukn [7. C. 7].

HakoHeL, obuxeHHble noau npumep-
HO B YeTbipe pa3a MeHbLLe JOBOJIbHbI CBO-
e paboTol, UTO CHUXKAET UX NOANBHOCTb
1 NPUBEPXKEHHOCTb KOoMMNaHuu. OHU nwyT
HOBOe MecTo paboTbl B Apyrux busHecax u
YXOQAT LieNbiMU KoMaHaamu. 3agaum ywep-
WX CNeLmnanncToB nepeKknajbiBaoTca Ha
OCTaBIUMXCA PabOTHMKOB, KOTOpble 13-33
neperpysok ObICTPO CTaHOBATCA Hepo-
BOJIbHbIMU 1 B UTOMe CHUXKAKOT CBOK 3¢-
dekTBHOCTL. Ha noucku KaHaupatos 3a-
TPauMBAKOTCA JOMNONHUTENbHbIE CPEACTBA,
NOTOM CNefyloT 3aTpaTbl Ha afanTauuio v
06yueHne HOBbIX COTPYAHUKOB. B pe3synb-
TaTe — HoBble $VHAHCOBbIE NOTEpH, KOTO-
pbIX MOXHO 6bIN0 N36exaTb, ecnm Obl Ha-
CTpoeHVe paboOTHUKOB OLIEHMBANOChb Kak
OOMH 13 KNoueBbIX $pakTopoB 3pdeKTns-
HocTu 6rsHeca [7. C. 8].

MatepuanbHoe cTMMynMpoBaHue —
3TO KOMMEKC pasn1yHOro poja matepu-
anbHbIX Bnar, nosyyaemblx UK NpUcBau-
BaeMbIX MePCOHANOM 3a MHAUBUAYaNbHbIN
WNU TPYNMoBON BKNaj B pe3ynbTathl fe-
ATENbHOCTN OpraHM3auuM MocpeacTBoM
npodeccnoHanbHOro Tpyaa, TBOPYECKOM
JeATenbHOCT U Tpebyembix npasun no-
BefeHuA.

CnepoBaTenbHO, B MOHATUE MaTepy-
anbHOTrO  CTUMYNMPOBAHKA  BKIIOYAKOTCA
BCE BUAbl [EHEXHbIX BbINMAT, KOTopble
NPUMEHAIOTCA B OpraHu3aumu, u sce Gop-
Mbl MaTepUanbHOrO HefeHEeXHOro CTu-
MyNMpoBaHWA. Ha ceropHAWHNA JeHb B
OTEYECTBEHHOW 1 3apybexHON NpakTuke
MCNONb3yTCA Creytowme Brbl NPAMbIX
11 KOCBEHHDBIX MaTepuasbHbIX BbINAaT: 3ap-
nnata, npemuu, 6OHYCbl, yyacTe B npu-
6bINAX, AOMOMHUTENbHbIE BbIMAATbI, OTCPO-
UeHHble NaTexu, yyacTme B akLIOHePHOM
Kanurane.

LleHTpanbHas ponb B cucTeMe MaTepu-
anbHOro CTUMYNMPOBaHWA TpyLa NpuHag-

nexut 3apaboTHoi nnate. OHa ocTaeTcA
AnA nopaenswoLlero 6onbWMHCTBA TPyAs-
LUMXCA OCHOBHBbIM WCTOYHUKOM [JOXO[OB,
a 3HauuT, 3apaboTHaa nnata 1 B nepcrnek-
TMBe 6yaeT Hanbonee MOLLHbIM CTUMYIOM
MOBbILIEHUA PEe3yNbTaToB TPyAa M NPom3-
BoacTea B Lenom [9. C. 515].

CywHocTb 3apaboTHON NNaThl PacKpbl-
BaeTCA yepes pAf ee OCHOBHbIX aCMeKTOB:

1) 3apaboTHas nnata - 370 LeHa pabo-
yeil Cunbl, COOTBETCTBYIOLLAA CTOMMOCTH
npegMeToB MOTPebReHNA U YCnyr, KOTo-
pble obecneunBaloT  BOCMPOW3BOACTBO
pabouei cunbl, yaoBNETBOPAA MaTepuab-
Hble 1 IyXOBHble NOTPebHOCTM paboTHMKa
1 UNEHOB ero cembi;

2) 3apaboTHas nnata — 3T0 YacTb JOXO-
Aia HaemMHoro paboTHMKa, popma SKOHOMU-
yeckol peanusaLumm npaBa COBCTBEHHOCTH
Ha NpUHaZNexallmnii emy pecypc Tpyaa;

3) 3apaboTHasa nnata — 3To JonA un-
CTON NpoayKkuumn (Boxopa) npennpuAaTtva,
3aBUCALLAA OT KOHEUHbIX Pe3yNbTaToB pa-
60Tbl npepnpuATUA ¥ pacnpepensemasn
mexpy paboTHMKamMU B COOTBETCTBUM C
KONMYECTBOM U KaueCTBOM 3aTpayeHHOro
Tpyaa, peanbHbIM TPYAOBbIM BKNaZ0M.

PerynupoBaHue onnatbl TpyAa nepco-
Hana TpebyeT ee COOTBETCTBYIOLLEN Opra-
HU3aLWK, C OBHON CTOPOHBI, 0becneurBa-
foliell rapaHTUPOBaHHbIN 3apaboTok 3a
BbINONHEHME HOPMbI TPYAa, He3aBUCUMO
OT pe3ynbTaToB [eATeNbHOCTU Npeanpu-
ATUA, @ C JPYroii CTOPOHbI, YBA3bIBalOLLEN
3apaboToK C WMHAWBUAYANbHBIMU U KOJ-
NeKTUBHbIMM pe3ynbTaTamu Tpyaa. Mog op-
2aHusayueli onnamsl mpyoa Ha npeonpu-
AMUU NOHMMAETCA MOCTPOEHME CUCTEMbI
ee anddepeHuMaLMm n perynupoBaHus
Mo KaTeropusm nepcoHana B 3aBUCUMO-
CTW OT CNIOXXHOCTU BbINONHAEMbIX paborT, a
TaKXe WHAMBULYANbHBIX U KONNEKTUBHBIX
pe3ynbTaToB TpyfAa Npu obecrneyeHum ra-
paHTMpPOBaHHOrO 3apaboTKa 3a BbINOJHE-
H1Ee HOPMbI.

JddekTBHAA opraHM3aumMa onnartbl
Tpyda npepnonaraet cobniopeHue onpe-
[EeNeHHbIX MPUHLMMNOB, KOTopble Cyar
3KOHOMMWYECKUMU OPUEHTUPaMN B MaTe-
pWanbHOM CTUMYNMPOBAHUM PabOTHUKOB,
B opraHu3auum onnatbl Tpyaa [9. C. 516].

Ocobyio 3HauMMOCTb W Heobxoaw-
MOCTb MOTMBALMM MepcoHana npeanpu-
ATUA aBTOPbl AAaHHOW CTaTbl XoTenu 6bl
NOAKPENUTb JINYHBIM MPAKTUYECKNM Ha-
6nioaeHnem.

B 2010 r. Ha 6a3e OO0 «[neaga», roe
OQVH 13 aBTOPOB ABNAETCA reHepanbHbIM
OVPEKTOPOM, PYKOBOACTBOM npeanpu-
ATUA 6GbIN NPOBEAEH OMpPOC coucKaTenei
Ha BaKaHTHble fomkHocT. Onpoc npo-
BOLW/CA CPean covcKaTenel BaKaHTHbIX



the specialists who quitted the company
are transferred to other employees who
become disgruntled because of overload
what leads to falling efficiency. Company
spends additional money searching for
candidates to fill in vacancies, adapting
and training new employees. This incurs
new losses which could have been avoid-
ed if employees’ mood was understood
to be one of the key factors behind busi-
ness efficiency [7. P. 8].

Monetary incentivizing is a complex
of various monetary goods obtained by
or allocated to personnel who contribut-
ed individually or collectively into com-
pany performance through professional
work, creative activity and required rules
of conduct.

Hence, the concept “monetary incen-
tivizing” encompasses all types of mon-
etary payments used in the organization
and all forms of monetary incentivizing
other than money. Nowadays, foreign
and domestic experience suggests the
following types of direct and indirect
monetary payments: salary, bonuses,
profit-sharing, supplementary payments,
deferred payments, equity participation.

The central role in the system of mon-
etary incentivizing is assumed by salary.
For a sizable majority of employees it still
provides the major source of revenues,
and therefore, in the long term salary will
continue to represent the most powerful
incentive to improving both individual
and company performance [9. P. 515].

The essence of salary is revealed
through a set of its principal aspects:

1) salary is a price of workforce that
corresponds to the cost of consumer
goods and services which provide the
workforce reproduction by satisfying ma-
terial and spiritual needs of employees
and members of their families;

2) salary is a part of an employee in-
come, a form of economic realization of
the property right for the resource he/
she owns - labour;

3) salary is also a part of an enter-
prise net output (revenue) that depends
on the company final results and is dis-
tributed between employees according
to the quantity and quality of the labour
invested, the actual labour contribution.

Regulation of the personnel salary
requires organizing the process in a cer-
tain way, on the one hand, providing a
guaranteed income for the work done
(using norms), irrespective of the final
company performance, and, on the other
hand, tying the employee’s income to
individual and collective results. Under

the organization of wages at an enterprise
we mean building the system of their dif-
ferentiation and regulation according to
the personnel category and depending
on the complexity of work as well as on
individual and collective performance at
this guaranteeing income for a standard
amount of work.

Effective organization of wages sup-
poses meeting particular principles
which serve as economic reference
points in monetary incentivizing of per-
sonnel [9. P.516].

The authors of the present article
would like to stress crucial importance
and necessity of personnel motivation
by providing some first-hand practical
observations.

In 2010 in OO0 Pleyada, where one
of the authors is the general director,
company leadership held an opinion
poll among applicants for unfilled va-
cancies. The poll was conducted among
applicants for the unfilled vacancies
both in this organization and partner-
ing organizations and aimed to identify
“the reasons for leaving a previous job".
The candidates for vacant positions were
asked to range the reasons for leaving a
previous job on a scale of 1 to 10.

The undertaken study covered 122
applicants.

The results listed in the table 1 show
that the reason “consumer attitude to-
wards personnel (stiffness, deceit)” (503
points) ranks the first, “unfair system of
wages” (366 points) comes the second
and the third place is occupied by “ab-
sence of career growth” (180 points).

During further interviews with candi-
dates for vacant positions most of them
elaborated on the reason for leaving and
stated that deceit and on-going changes
of monetary motivation is mainly the
practice of large federal companies that
are attempting to economize. To the re-
spondents’ view the leadership of these
organizations consider their employees
just “a material” that can be used and
then “thrown out”.

In addition, comprehensive inter-
views demonstrated that the system of
wages at these enterprises is built for the
most part in such a way that employees
were not able to count up their exact
remuneration which they would receive
proportionally to the work done.

Another contributing factor behind
quitting the company was the absence
of career growth, because the leadership
of the federal companies, as the respond-
ents witnessed, for executive positions
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Tabnunya 1 - lNpu4nHbl yxoda ¢ npeabiayLero mecta paboTsbl, 6a/bl

[TpuunHbl yBONbHEHNA 3HaunmocTb

Hecnpaseanugas cuctema onnatbl Tpyaa 366
HekoHKypeHTOCMoCo6HbIe CTaBKu onAaThl Tpyaa 34
[Tnoxvie ycnosua Tpyaa 5

[llecnoTnyeckoe unu HenpuATHoOE PyKOBOACTBO 54
Mpobnembl ¢ npoe3aom Ao paboTbl 0

(0TcyTCTBUE KapbepHOro pocTa 180
Pa6oTa c nepcoHanom no NpUHLMMY COKOBLIKIMANKY (XeCTKOCTb, 06MaH) 503
Hea¢dekTnBHaA apantayua nepcoHana 29
KecTkuii cTunb ynpasnenus 49

Tabnuua 2 — CpeaHne nokasatesn IMYHbIX 06bEMOB MPOAaX MEHEAKEPOM, MJH p.

log | kBapTan [l kBapTan Il kBapTan |V kapran
201 3,90 432 497 5,57
2012 6,13 6,86 7,96 8,93

AO/DKHOCTEN KaK AaHHOW opraHusaumy,
TaK 1 OpraHu3aumnii-napTHEPOB Ha Npea-
MET «MPUYMHBI YXOAa C NPeLblayLLEero me-
cTa paboTbl». KaHanaaTam Ha paboune me-
CTa 6bINO NPeasIoKeHO OTMETUTb NMPUYMNHDI
CBOETro yxofa C npedplayllero mMecTa pa-
60Tbl MO CTEMEHN UX JIMYHOW 3HAUMMOCTH
B 6aninax no AecATnOaNIbHON WKane.

3a nepuof NpoBeAEeHNA NCCNef0BaHNSA
6b110 onpolueHo 122 conckaTens.

M3 pesynbTatoB, NpUBEAEHHBIX B
Tabn. 1, BUAHO, YTO NEPBOE MECTO 3aHANA
Takas MpWYKHA, Kak paboTa nepcoHana
Mo MPUHLMMY COKOBBIKUMASIKY, T.e. XeCT-
KOoCTb 1 0bmaH (503 6anna), BTopoe MecTo
- HecnpaBeAMBas CUCTEMa ONaThl TpyAa
(366 6annoB), TpeTbe MeCTo — OTCYTCTBME
KapbepHoro pocTa (180 6annos).

B npouecce npoBegeHna panbHeile-
ro cobecefoBaHMA C MOTEHLMANbHBIMY
KaHavAaTaMy Ha BaKaHTHYI [OMKHOCTb
OT 6ONbIUMHCTBA COMCKaTeneli 6bino nony-
YEeHO MOSICHEHME, YTO B OCHOBHOM OBMaH
1 TMOCTOAIHHBIN NEPECMOTP MaTepuanbHON
MOTVBaLMW NPaKTUKYIOT KpyrHble ¢epe-
pasnbHble KOMMaHWK C Liefblo 3KoHoMMu. Ha
B3I/ PECMOHAEHTOB, /11 PYKOBOAMUTENEN
AaHHbIX OpraHy3aLii paboTHUKI ABAIOTCA
NNLWLb «MaTepuanom», KOTOPbIM MOXHO Mo-
MoJb30BaTbCS, @ 3aTEM «BbIOPOCUTbY.

TakXe rnyOMHHbIE WHTEPBbIO MOKa3a-
W, YTO CUCTEMA HAUUCTIeHUs 3apaboTHON
nnaThbl Ha TaKMX NPeNpPUATASX BbICTPOEHA
NPenMyLLeCTBEHHO TakMM 00pa3oM, UTo-
6bl y pabOTHMKOB He 6blNI0 BO3MOXHOCTM
TOYHO MOACYNTATb CBOE BO3HArpaXaeHue,
KOTOPOE OH MOTYT MOJTYUYKTb MPOMNOPLMO-
Ha/IbHO NpPoAeNnaHHoi paboTe.

HemanoBaxHbIM (aKTOPOM YBOJIbHE-
HWIA CTAJI0 OTCYTCTBME KapbePHOro POCTa,

Tak Kak pykoBOACTBO defepanbHbIX KOM-
MaHWi, NO CBMAETENbCTBY PECMOHAEHTOB,
npeanoYnTaeT NpPUHUMATbL Ha PYKOBOAA-
e AOMKHOCTY NoAei CO CTOPOHbI, @ He
13 yncna paboTHNKOB OpraHm3aLuu.

Mocne o6paboTkyM pe3ynbTaToB AaH-
HOro UCCnefoBaHNA, yYUTbIBaA, YTO Bbllle-
0603HaueHHas nonuTMKa BefeT K cepb-
€3HOMy OTTOKYy KBanuduuupoBaHHOTO
nepcoHana, pykosogctsom OO0 «[neaga»
Obln OCYLLECTBEH PAJ MEPONPUATUAI MO
npefoTBpaLleHnio NOJoBHbIX HEAOMYCTH-
MbIX OLUMGOK:

1) NONHOCTbIO NepecmMoTpeHa W BHe-
APeHa coBepLUEeHHO HOBasA cucTema mate-
pranbHOro CTUMYNMPOBAHWA MepcoHana
opraHusauuy;

2) 3HaunTenbHO NepepaboTaHa cylye-
CTBylOL|@A MporpaMma npodeccrioHanb-
HOI1 afanTaumm nepcoHana opraHn3aLumy;

3) pa3paboTaHa 1 BHeapeHa nporpam-
Ma npodeccroHanbHOro NPOABUXKEHUA
nepcoHana KomnaHuu Ha 6onee BbiCOKMe
JOIIKHOCTW.

Komnnekc meponpuATvi, NPUHATLIN B
COOTBETCTBUM C YKa3aHHbIMW HanpaBfeHu-
AMU, NPUHEC NONOXKMUTENbHbIE Pe3yNbTaThbl.

JddeKTNBHOCTL NPOBEAEHHbBIX Mepo-
NPUATUI XapaKTePK3YIOT CPeAHME NOoKa3a-
TENU NINYHBIX 06BLEMOB NPOAAXK MEHEIXE-
pom 00O «Mneapa» (tabn. 2).

/13 npmBeAeHHbIX AaHHbIX BUAHO, YTO
3a 2011-2012 rr. cpeaHuii pocT 06beEMOB
NNYHbIX Npoaax meHegxepos 00O «[ne-
Aga» coctaBun 129%. 3710 CBULAETENbCTBY-
€T O NPaBWUIbHOCTM CTpaTeruu, BblbpaH-
HOVI PyKOBOJCTBOM OpraHm3aLuu.

OCHOBHOW MPUUYNHON BbICOKOFO 3KO-
HOMMWYECKOro pocTa, Ha Hal B3rnsAg, CTa-
na npodeccroHanbHas KoMaHgaa, KoTopas

dopmMmpoBanacb NOCTeneHHo Ha NPOTAXe-
HUW HECKONbKIX J1ET, B TOM YMCAIE C yUeToM
BHEAPEHHbIX MeponpuaTiin. MoTpebHoCTb
B KBaIMPULMPOBAHHBIX Kagpax COXpaHs-
eTcs, Tak Kak 000 «[neaga» NoCTosiHHO
npopabaTtbiBaeT HOBblE CErMEHTbI PbIHKA
1 OCBAMBAET HOBblE TEPPUTOPUN.

Mowck, nogbop, oToop 1 CTUMYNMPOBa-
HWe NepCcoHana — BaXHelLWmne CoCTaBnAto-
wme 3¢peKTUBHON pPaboTbl NpeanpUaTUA.
Hamu ocywectsneH aHanu3 dbakTuyeckoi
paboTbl C NepCcoHanoM, HauyaTbll elle Ha
CTagun npuema Ha paboTy couckatens
(nouck, nogbop n otbop). Bot pesynbra-
Tbl MHOFONETHETO MPAKTUYECKOro OrbliTa:
B CpeaHem 13 20 npuweswmx Ha cobece-
[IOBaHMEe COWCKaTenel BaKaHTHON [AOJX-
Hoctn B OO0 «[Mnespa» TonbKo 5 KaHaw-
[ATOB MPUHUMAIOTCA HA WCNbITAaTeNbHbII
CPOK. B AanbHeliwem B opraHusaumm octa-
eTcA TONbKO 1 U3 5 AONYLEHHBIX K UCMbITa-
TeNbHOMY CPOKY. Takum o6pasom, Ludpsbl
rOBOPAT Camu 3a cebs: B cpegHeM 15 KaH-
AvpaToB 13 20 OTCeMBAETCA elle B NpoLiec-
ce cobeceioBaHNs, a OCTaNbHble 4 B nep-
Bble TPU MecsAua paboTbl. TakoBbl, MOXeT
ObITb CypOBble, peanut PbIHOUYHbIX KOHKY-
PEHTHbIX OTHOLLEHWIA. Ho npoaBuratb Kom-
MaHUI0 MOTYT TONbKO 3QGeKTBHbIE, Kpea-
TWBHbIE U SHEPTNYHbIE PABOTHUKM.

Moggoaa wtorn, xoTenocb 6bl 06pa-
TUTb BHMMaHWE Ha TO, UTO HEBO3MOXHO
cbopmrpoBaTb NpodeccroHanbHylo Ko-
MaHay, He umea 3bdeKTUBHON cucTembl
MOTMBALMWU TPyfa, Tak Kak HacTtosAwwwme
npodeccroHanbl Bcerga byayT Tpebosatb
YBaXXUTENbHOTO OTHOLLEHUA K cebe u fjo-
CTOVHOrO BO3HarpaXJeHus 3a CBOW Tpya,.
M Takol pockoww, Kak pasbpacbiBaTbea
KBaMPULMPOBAHHBIM NepPCcoHanom (uTo,
HaBEepHOe, He COCTaBNAET Npobnembl Ana
KpynHbIX defepanbHbIX KOMMaHUM), He
MOryT cebe No3BonuUTb Masble 1 CPeaHue
npeLnpuATAS, HaxoaAaLWmMecs B OCTAaTOUHO
XKECTKUX KOHKYPEHTHbIX yCnoBusx. |



Table 1 — Reasons for leaving a previous job, points

Reasons for leaving Significance

Unfair system of wages 366
Non-competitive wage rates 34
Poor working conditions 5

Oppressive or unpleasant management 54
Problems with travel to work 0

Absence of career growth 180
Consumer attitude towards personnel (stiffness, deceit) 503
Inefficient adaptation of personnel 29
Rigid style of management 49

Table 2 — The average of personal sales by a manager, million rub

Year 1 quarter 2 quarter 3 quarter 4 quarter
20M 3.90 432 497 5.57
2012 6.13 6.86 7.96 8.93

prefers to recruit people from the out-
side of the company rather than within
the company.

Having processed the results of the
present study and taking into account
the fact that the above-mentioned policy
leads to a substantial outflow of qualified
personnel, the leadership of OO0 Pleya-
da has developed and introduced a set
of corrective measures to prevent similar
impermissible mistakes:

1) a system of monetary incentiviz-
ing of personnel was revised and a com-
pletely new one was brought in;

2) the program for professional ad-
aptation of personnel was significantly
rectified;

3) the program for career promotion
of company personnel to higher posi-
tions was drawn up and launched.

The complex of measures implement-
ed in compliance with the above-listed
directions has brought about some posi-
tive results.

The average of personal sales by
managers of OO0 Pleyada perfectly il-
lustrates the efficiency of the measures
taken (table 2).

The data from the table 2 say that for
2011-2012 the average growth rate of
personal sales of the company managers
amounted to 129%, what speaks in fa-
vour of the strategy chosen by the com-
pany leadership.

In our opinion, the key reason for con-
siderable economic growth was the team
of professionals that has been forming
steadily for the last several years and due

to the implemented measures as well.
The demand for well qualified personnel
still exists, since OOO Pleyada consist-
ently extends into new market segments
and goes into new territories.

The search, selection, recruitment
and incentivizing of personnel is an im-
portant element in successful operation
of a company. We have carried out the
analysis of factual information on how
the personnel is handled. The analysis
started at the stage of recruitment thus
enabling us to collect quite comprehen-
sive data. On average, out of 20 appli-
cants for a position in OO0 Pleyada only
5 candidates are recruited on probation.
Then, just 1 out of these 5 stays with the
organization. Hence, numbers speak for
themselves: on average 15 candidates
out of 20 are rejected during the job in-
terview, the rest 4 out of 5 leave the com-
pany after three months’ probation. This
appears to be harsh, though real side
of the competitive market relations. Yet
only effective, creative and energetic em-
ployees can move the company forward.

Bringing the paper to a close, we
would like to stress that it is unfeasible
to form a professional team if you do not
operate an effective system of labour
motivation, because true professionals
want to be treated with respect as well
as demand decent remuneration for their
work. And small and medium-sized en-
terprises involved in fairly fierce compe-
tition cannot afford to carelessly throw
out highly qualified personnel what large
federal companies could probably do.m
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WHCTUTYT KOPMOPATUBHOIO YTPABAEHUS U NPEANPUHUMATEAbCTBA

WHCTUTYT KopnopaTUBHOro ynpas- MHCTUTYT KOPNOPaTUBHOIO YNpaBneHus 1 npeanpuiumartenscrsa Yplay (B fanbHedwem —
NeHns M npeanpuHuMaTenbCcTBa (c 2004 NKYN) aBnsieTcs CTPYKTYpHBIM NoApa3aeneH1eM YpanbCKoro rocyAapcTBEHHOr0 SKOHOMUYECKOrO
r.) sBnsercs npaBonpeeMHUKom WH- yHUBepcUTETa C GYHKLMAMM y4e6HO-HaY4HOro LieHTpa 61u3Hec-06pa3oBaHus ¢ npaBamu 1 0653aH-
CTUTyTa npeanpuHumarensctsa Ypray HOCTMM (baKynbTETa YHUBEPCHTETA.

(2002-2004 rr.). B coctaBe WHcTuTyTa Muccuei VHCTUTYTa KOPNIOPATUBHOTO YNPaBAEHHS W NpeanpuHuMaTenscTea (MKYM) sens-
KopnopaTuBHOro ynpaeieHns W npep- eTcs GOPMUPOBAHME U Pa3BUTHE CTPATETMYECKOrO MBILUNEHNS Y PYKOBOAUTENEH POCCHIACKOMO
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