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MOTIVATIONS AND NEEDS IN THE MARKET ECONOMY

Abstact. According to the authors, the needs and motivational aspects of labor management are widely used in
countries with developed market economies. In our country, the concepts of the need and motivation of labor in the
economic sense appeared relatively recently in connection with the transition to a market economy. Firstly, because
the economic sciences did not seck to analyze the relationship of their subjects with the named sciences, and
secondly, in a purely economic sense, until recently, the concepts of “needs” and “motivation” were replaced by the
concept of “stimulation”. Such a truncated understanding of the motivational process led to a focus on short-term
economic goals, to achieve momentary profits. However, the importance of the concepts of need and motivation is
described in more detail by the authors in this article.
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INTRODUCTION

Motivation is what makes people act. In other words, this is what makes them invest effort and energy
in what they do.

Labor motivation is a system of measures whose purpose is to create incentives for workers to work
and encourage them to work with full dedication.

Motives associated with a person’s professional activitics are the motivating factors that force a
person to work. Among the motivating reasons that force a person to do work, 3 groups stand out:

- includes public motives: the need to benefit society, the desire to help other people;

- obtaining certain material benefits for yourself and your family

satisfaction of the need for self-actualization, self-expression and self-realization.

General motives of labor are realized in the choice of specific types of professional activity and place
of work. Thus, the motivation of professional activity can be represented in the form of a process that
includes three stages:

- includes social motives: the need to benefit society, the desire to help others;

- obtaining certain material benefits for yourself and your family

- motivation of work, in which labor acts for a person as a value, good;

- motivation for choosing a profession (specialty) and with social significance and prestige of the
selected type of work;

- the motivation for choosing a specific place of work, determined by the assessment of the external
situation, the assessment of their capabilities and the organization's ability to meet current needs.

MAINPART

However, at present creative labor activity does not ensure the realization of all human needs and the
causes of the crisis in labor activity are being identified.

The reasons for the crisis of labor motivation:

1) motivation has ceased to be a source of satisfaction of basic necessities of life;

2) working conditions are getting worse;
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3) there are sharp changes in spiritual, intellectual needs, the decline in the prestige of honest work;

4) there is a low income differentiation of employees of various qualification groups;

5) unemployment, conflicts, discrimination by gender, age, and profession have a destructive effect
on labor motivation.

All of the above leads to the fact that such elements of social motivations as work for the benefit of
society, the work collective, disappear or significantly decrease, and work in the system of life values 77is
increasingly relegated to the background. The crisis of labor motivation complicates the development of
human social activity, which, in turn, inhibits the development of society as a whole.

It is possible to resist the negative impact of the crisis of labor motivation by highlighting the
meaning-forming motives of labor activity and effective management of employee motivation. When
managing motivation, it is necessary to take into account factors that make a person act and strengthen his
actions. The main ones: needs, interests, motives and incentives. The need can be satisfied by reward,
giving the person what he considers valuable for himself, but for each person the values are different.

Need, motive and stimulus are the foundations of the motivational process. Need is an objective need
of a person for something necessary to maintain his life and personality development. The last refinement
in the definition was not given by chance: in addition to physiological needs, on which a person’s life
directly depends, there are a number of other needs. Therefore, depending on their paramount importance,
it is customary to arrange needs in a certain hierarchy.

NeedsmaybelnternalorExternal

A person receives “internal” remuneration from work, feeling the importance of his work,
experiencing satisfaction from communication, friendly relations with colleagues.

“External” compensation is salary, promotion, symbols of official status and prestige.

Methods and methods of motivation

Increasing the variety of skills.

Improving the integrity of the work.

Increasing the importance of work.

Increased autonomy.

Feedback enhancement

Ways to improve labor motivation.

+ a) Salary, It should be comparable and competitive with remuneration at similar enterprises in the
industry and the region.

* b) Goals are the second “strength” means of increasing employee motivation.

Objectives: concentrate attention and efforts in certain areas;

can serve as a standard with which results are compared;

a mechanismtojustifythecostofresources;

The target method (management by objectives) occupies a significant place in managerial practice.
However, a number of goal characteristics need to be considered:

goals should be measurable; real controlled; supported by the organization; their results should be
unambiguous; There must be precise deadlines for achieving the goals; as well as their ranking system.

¢) Intra-company benefits systems for employees of the enterprise:

selling enterprise products to their employees at a discount (usually 10% or more);

full or partial payment of expenses for the employee to travel to and from work;

the provision of interest-free or low interest loans to its employees;

granting the right to use the company's transport;

payment of sick leave beyond a certain level, employee health insurance at the expense of the
enterprise;

d) Intangible (non-economic) benefits and privileges for staff:

entitlement to a rolling work schedule

provision of time off, increase in the duration of paid holidays for certain achievements and successes
in work;

carlier retirement.

¢) Measures that increase the content of work, independence and responsibility of the employee,
stimulating his qualification growth.
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f) Creating a favorable social atmosphere, removing status, administrative, psychological barriers
between separate groups of workers, between ordinary employees and employees of the management
apparatus, developing trust and mutual understanding within the team.

g) Promotion of employees, planning their careers, payment for training and advanced training.

Thus, the most important role in the personnel management system is played by employee motivation
and stimulation.

Providing the appropriate level of motivation allows us to solve problems such as increasing the
productivity of each employee and the effectiveness of the entire production, ensuring a systematic
increase in the qualifications of personnel, and stabilizing the team.

Over the entire period of the study of human behavior, scientists have put forward a large number of
different theories that classify needs according to one or another of the criteria.

The Polish psychologist K. Obukhovsky made calculations and revealed 120 classifications. But most
of them are too narrow a profile to apply them everywhere.

One of the first who tried to classify human needs was the ancient Greek philosopher Plato in his
"State." He distinguished two groups of needs: necessary (inevitable) and deprived of necessity. To the
first, he attributed those needs of a person that are impossible to get rid of, and, no less important, that
benefit us. The second group - those needs that a person can refuse, for example, the need for plentiful
food, wine, etc.

The need for self-actualization is the most difficult to satisfy, therefore it occupies the last place in the
general classification. Its existence is connected with the desire of any person to realize their creative
potential, with the need for self-expression. According to statistics, only 4 percent of the world's
population reach this level.

In general, the formation of needs is influenced by many factors of historical and dialectical
development.

A significant influence is exerted by climatic factors. So, for example, people living in cold countries
have a need for warm clothes, for heating their homes. More money goes to medical care.

There are also social group factors, including age and gender. In connection with them, the needs of
children and adults, men and women, differ.

Cultural and historical factors also play an important role in shaping the needs of the individual. For
example, Thanksgiving is inherent only to Americans, in connection with this, a number of needs are
formed for certain food products, holiday paraphernalia, etc.

Scientific and technical factors mainly contribute to the evolution of the needs of modern society.
With the advent of new technological advances, people have a need for a certain set of technological
innovations (gadgets, the Internet, mobile communications).

Class-ideological factors form the needs characteristic of certain social strata of society, for example,
the need for idleness, the elimination of boredom, the need for power, the need for self-realization.

New relative to other factors are information factors that form the demand for certain goods and
services through information technology and advertising.

In addition to the concept of “need”, the concept of “interest” plays an equally important role in
understanding the mechanism of motivation.

If a need answers the question of what a person needs for his comfortable life, then interest shows
how this need can be satisfied. Marx quite fully considered the category of economic interest in his
teaching. Herevealedthatindustrialrelationsarecloselyinterconnectedwiththeinterestsofsocialgroups.

Studies of foreign and domestic scientists of economists have shown that the motivational mechanism
i1s formed under the influence of internal and external motives that prompt a person to activity, set
boundaries and forms of activity and give this activity an orientation focused on achieving certain goals.
Internal motives are determined and controlled directly by a person as a person, his consciousness,
thinking, intelligence, level of professionalism and other positive and negative moral qualitics. They are
able to stimulate the employee's labor activity to self-expression, self-realization as a person. Their
implementation, practical implementation bring the person the greatest joy and satisfaction.

Effective use of the potential of workers includes:

1. planning and improvement of work with staff;,

2. supporting and developing the skills and qualifications of workers.
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The main objective of the personnel service at the enterprise is:

- conducting an active personnel policy,

- providing conditions for initiative and creative activity of employees,

- development together with the financial and economic service of material and social incentives,

At meetings and planning meetings, managers evaluate the work of various units and groups. With
positive results, gratitude is expressed to both individual employees and groups. The incentive system for
employees includes moral and material rewards.

The time-based form of remuneration is accrued at the established tariff rate or salary for the time
actually worked. To increase the stimulating role of individual forms of remuneration, they use varieties
called wage systems.

Thus, to pay the organization uses

- time-based - premium system;

Bonus and premium systems include compensation payments and incentive bonuses.

Compensation payments include:

- for work in overtime;

- forworkonholidays.

The personnel management strategy in the organization reflects a reasonable combination of the
economic goals of the enterprise, the needs and interests of workers (normal wages, satisfactory working
conditions, the possibility of developing and realizing the abilities of employees, etc.) To maintain the
skill level of workers dictated by production need, an annual personnel check is carried out. Based on the
results of the work, a plan for organizing advanced training and retraining of personnel is developed, and
then personnel shifts are made.

CONCLUSION

Thus, the main emphasis must be placed on meeting social needs and the needs for respect for
workers in enterprises and organizations. Competent managers, pursuing a policy of introducing
employees to the goals and values of the organization, reinforcing the need for them to be involved in
work at this enterprise, achieve high motivation to work and, as a result, increase the efficiency of the
organization itself. In small enterprises, especially those where staff is the main resource for achieving the
goal (consulting, marketing, software development), the main attention should be paid to social needs,
along with possible material incentives and satisfaction of security needs.
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L2 EkiGacTy3 HIDKCHEPITIK HHCTHTYThI
*«Dnextpom» KILIC MenemKepi

HAPBIK 9JKOHOMUKACBIHIAFBI MOTUBAIIUAJIAP MEH KAKETTLIIKTEP

AnHOTAHSA. ABTOPJAPABIH MIiKIPiHIIC, HAPBIKTHI SKOHOMHKACH JAMBIFAH CIACPAC CHOCKTI OacKapyablH
KOKSTTLTIKTEPI MCH YKACMEITIK ACTEKTIIEPi KCHIHCH KOITAHBIIAAGL bBi3diH ediMi3ae¢ HAPBIKTBIK JSKOHOMHKAFA
KemyTe OaiIaHBICTHl 3KOHOMHKAJIBIK MAFBIHAAA KYMBIC KYIIIHIH KOKCTTUITT MCH VOKACMECI Typaibl YFRIMAAP
JKaKpIHAA Tadiaa Oomapl. BipiHINIACH, 3KOHOMHUKAIBIK FRIIBIMIAP 63 MOHACPIHIH ATaNFaH FRIIBIMIAPMCH Oaima-
HBICHIH TaJIay¥a THIPHICTIAFAHIBIKTAH, CKIHOINACH, Ta3a 3KOHOMHKAJIBIK MAFBIHAMA, COHFBI KE3TC ACHIH «KaMeT-
TUTKTCPY» JKOHC «YOKACY» YFBIMIAPHI «BIHTAJTAHIABIPY» YFBIMBIMCH AJIMACTHIPBUIABL. MOTHBAIMSIBIK IPOICCTI
OCBIHAAN OipKeIKi TYCiHY KBICKA MEP3iMIi YKOHOMHKANBIK MakcaTTapra 0aca Haszap ayaapein, OipacH maiimara Ko
JKETKI3Al. Anaiaa, KOUKETTIMNK MEH YK YFBIMAAPBIHBIH MAHBI3IBUIBIFBIH ABTOPJIAP OCHI MAKANANA TOJBIFBIPAK
CHUIIATTANABL

Tyiiin ce3aep: KOKETTUTKTEP, MOTHBALMS, HAPBIKTHIK IKOHOMHKA, CHOCK, BIHTATAHIBIPY.
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123 3KHOACTY 3CKOTO HH/KEHEPHO-TEXHIUECKOTO HHCTHTYTA,
‘menemrep TOO "DnekTpon"

MOTHUBAIIMHA U HOTPEBHOCTH B PBIHOYHOMN Y9 KOHOMUKE

Annoramus, [To MHCHHIO aBTOPOB MOTPSOHOCTH M MOTHBALIHOHHBIC ACTICKTHI YIPABACHUS TPYIOM TOJIYIHITH
IMHPOKOS MPHUMCHCHUC B CTPAHAX C PA3BUTOM PHIHOYHON SKOHOMHMKOW. B Hammel cTpaHe HMOHATHA MOTPCOHOCTH H
MOTHBAIMH TPYAA B IKOHOMHICCKOM CMBICIIC TIOABHJIOCH CPABHUTCIBPHO HEAABHO B CBA3H C MCPEX0I0M K PHIHOYHOH
SKOHOMHKE. BO-TIePBBIX, MOTOMY YTO SKOHOMHYCCKHC HAYKH HEC CTPCMHUJIHCH MPOAHATH3UPOBATh B3AUMOCBI3b CBOUX
MPSAMETOB C HA3BAHHBIMH HAYKAMH, W, BO-BTOPBIX, B YHCTO 3KOHOMHYCCKOM CMBICIC A0 HCOABHCTO BPCMCHH
TMOHATHSA «HOTPCOHOCTH» W «MOTHBAIMSD 3aMCHAIACH TOHATHCM «CTHMYIHPOBAHHD». TakasyCCUCHHOCTH
TMOHHMAHHA MOTHBAIHOHHOTO MPOLECCA MPHBOAMIA K OPHCHTALMH HA KPATKOCPOYHBIC 3KOHOMHYCCKHC IICTH, HA
JOCTIDKCHUC CHEOMUHYTHOH mpuObImH. OTHAKO 0 BAXKHOCTH TOHATHH IOTPEOHOCTh M MOTHBALHKS OOJee MOAPOOHO
OTHCAHO ABTOPAMH B TAHHOH CTaThE.

KmoueBnie ciioBa; moTpeOHOCTH, MOTHBALKS, PRIHOYHAS 3KOHOMHKA, TPY A, CTHMY L.
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