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OF EFFECTIVENESS OF INNOVATIVE STAFF
ACTIVITY MOTIVATIONAL MECHANISM
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Abstract. The aim of the science work is to develop methods to assess the innovative activity of the personnel
that will provide motivation for employees to be active in the direction of research and introduction of internal
reserves for its improvement. Methods. In the study were used: system method and methods of logical analysis -
to justify theoretical and practical recommendations on the development of conceptual bases of the formation
of the motivational mechanism of personnel management, economic-mathematical modelling and forecasting
methods - to assess the influence of motivation factors on the level of labour activity of the personnel. Results.
In the work the notion “motivation”, considering the innovative changes of the modern economy, is clarified.
In order to foster innovative activity in the enterprise it is proposed to improve organizational structure by
controlling the center of innovation activity management, which includes economic, technical and social
division. Proposed an establishment of the project teams under the terms of accounting costs, which contributes
to more active workers’ involvement in the formation of innovative development plans. The main points that
determine their effectiveness are: growth of volumes of output, diminution of expenses of materials and energy
resources, timeliness and relevance to the product market, improvement of the quality of work performed.
A profit, derived by project teams, is recommended to distribute on: increment of the payroll, innovative
development, stimulation and motivation fund. The research of the activity of the enterprises showed that one
of the effective methods to stimulate staff is a motivational system based on the use of KPI. Bonuses for the
implemented project, which are adjusted to the output of the basic stage, or KPI project as a whole, fixed bonuses
as a percentage of the profits, and bonuses in stages of the project are the forms of motivation of project teams.
Practical significance. Key performance indicators of innovation activity are distributed into levels and groups of
staff that is responsible for carrying KPIs out, which makes it possible to ensure control over the current and long-
term performance indicators, to evaluate the personal performance of each employee, to orient staff to achieve
the necessary results, and to provide collective and individual responsibility for the results of enterprise activity.
Value/originality. The proposed incentive system will be characterized by an address attachment in relation to
each individual employee, clarity for executors, measuring simplicity, the interconnectedness of indicators, as
well as by individual motivation of each employee. Thus, such system will contribute to the certainty of labour
functions and will improve the quality of personnel management organization.
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1. Introduction of increase in production efficiency by reducing the

In crisis conditions that are happening in the global number of workers, either by fluctuating amount of wage.
economy with increased competition on market goods This path leads to the exacerbation of conflicts, negative
and services, all enterprises, regardless of the type of consequences, which will result in lower production
ownership (public, private), large or small, are increasingly quality, increased accidents, worsening relations between
facing the problem of the rise of production efficiency. workers and so on. Expenses for repayment of such conflict
Many enterprises, along with the implementation of the can be greater than the effect of reducing the number of
new equipment and technology, try to solve the problem workers or reduced wages. One of the most effective ways
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to improve efficiency is to increase level of innovation
in all areas of such activity: implementation of modern
machinery and technology, improvement of organizational
forms and salary distribution, enhancement of quality of
goods (services), more rational use of material, energetic,
financial and other resources. It is necessary to provide
incentives for workers for active work towards a search
and implementation internal reserves for its improvement
in production in order to achieve the desired effects of
innovation activity. Motivation should be of diverse
nature: both material and spiritual.

2. Development of motivation system

Improvement the forms of organization and wages is
one of the ways to increase production efliciency. By this
time the basic principle, which was based on provisions on
the regulations of payment, was an increased interest to the
volume of production with fewer workers. In the current
circumstances, when, on the one hand, the increase of
production is mostly impossible because of the orders
restrictions, and on the other hand reducing the number
of employees contradicts the labour safety rules, such
principle of work organization becomes ineffective. Under
current conditions, the effect can be achieved when there is
a direct interest in the company not only to reduce labour
costs, but above all, the costs of materials and energy.

Analysis of existing practices of domestic enterprises
has shown that employees who receive a fixed salary as
payment — do only the formal part of their duties and
are not motivated to develop and improve the quality
and efliciency of their work and to increase the quantity
of operations. At the same time growth, improvement of
products the quality and services, increasing of efficiency,
and all that is expected of its employees according to the
development strategy of modern enterprise. It is logical in
this case to develop a system of motivation in which it is
possible to link wages to employee’s results.

The system of motivation is one of the most important
issues. So development and implementation of such a
system in practice is a very complex project. It is also
necessary to pinpoint key terms. Synthesizing different
interpretation of the "motivation” definition and clarifying
its content on the basis of innovative changes in the modern
economy allowed formulating the following definition
of motivation of innovation activity as a set of needs
and motivations that encourages staff and management
to active creative activity in order to create innovative
products, services and forms of their usage of production
new technologies in order to increase the quality and
competitiveness of the labour force work.

Based on the analysis and taking into account the
definition given in the context of this study, can reach the
following conclusions:

Motivation is a process or set of related administrative
decisions necessary to form the motives and actions of
employees.

Stimulation is meaningful impact on the individual,
creating an environment that encourages working in the
given way.

Stimulation of labour or management of the enterprise
motivation is tactic problem of increasing labour efficiency,
which encourages employees to work to meet their needs.

Motivation system of company means installation at the
plant workers compensation procedures for effective work
and the types and amount of remuneration depending on
the personal contribution of each employee in achieving
the objectives of the company, its skills and competencies.

Financial incentive is a motivational HR management
with additional (over the salary) payments for the work
specific performance achievements within the certain
period of time (month, quarter, and year).

Intangible incentive is motivation of HR management
by increasing staff loyalty to the company by improving
the quality of work conditions and the formation of
corporate culture.

Staff assessment is the process of determination the
effectiveness of the staff to achieve the objectives set
by the company by specific indicators that provides
information for making future management decisions in
the area of motivation.

Assignment of any system of motivation is to: encourage
employees to work for the result; implement the growth
strategy of the company; enable more effective employees
earn more; increase production efficiency through
performance of staff; a clear objective system for evaluating
each employee (Kibanov, 2013).

To increase the level of innovation the creation of two
innovation management centers, economic-technical
center and social center, is proposed. In the normal course
of business, these centers should interact and supplement
each other. Economic-Technical Center analyzes the
weaknesses of the company and provides a proposal for
the problems solution, taking into account their own and
those companies’ experiences, including foreign ones. As
well, the development of new types of goods (services),
or increase in the volume of goods (services) production,
which are in demand in domestic and foreign markets. At
the same time a social center, through the organization
of a “social boxes: and poll workers, reveals their vision
of existing weaknesses and collects offers concerns about
their elimination.

Current organizational needs transformation to
the department structure, which tends to encourage
innovations development. For the more active involvement
of the workers before the formation of the enterprise
innovation development plan and its implementation into
practice is possible to organize. With the creation of “best
practices” schools it is proposed to involve workers to the
formation of the enterprise innovation development plan
and its implementation into practice.

Modern organizational structures need to be developed
in the direction of creating units that are directly involved
in the implementation of innovative measures in the
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practical activities of the company. There was a proposition
of creation project groups to work out the conditions
of economic calculation. For their effective work the
following items should be:

1. Ability to separate accounting for produced products
(services) of separate project teams.

2. Being able to separate accounting for used materials,
energy, services related to the project teams worked out
the products (services provided) by particular project
team. To do this, it is needed to assess the availability of
real accounting system (weight tools and gadgets excluding
energy costs, accounting documents of transfer and
acceptance of services provided by the adjacent portions).
3. Introduction of a part of a separate off-balance sheet
accounting calculation of income and expenses of project
teams that work under the conditions of economic calculation.

Formation of income and expenditure of project teams,
which work under the self- supporting conditions, is
calculated on the basis of the calculation and includes:

« cost of materials costs per unit of product (P, );

« cost of energy costs per unit of production (R,);

« costs of related departments for services provided
for economic calculation by the design team to develop
products (P,);

« cost of repairs and maintenance of equipment (pr) ;

« labour costs (Sn). Expenses are taken without regard to
social contribution.

Thus the sum of net income earned by the project team,
which works on the terms of economic calculation, will be
equal to:

Q=D-P,-R -P,-R, (1)

where Q, — the amount of net income received by a
project team from the production (services);

D - total income.

Ifthere is the fault of the team, which works on economic
calculation conditions, the company has suffered losses
(fines, penalties, etc.), the amount of net income should
be correlated to the amount of such losses. In this case, the
sum of net income will be equal to:

Q=D-P,-R-P,-R, -Z (2)

where Z — the amount of losses caused by the fault of the
enterprise project team, which works under the conditions
of economic calculation.

The main items that should be considered during the
assessment of the project groups proposed innovation
effectiveness should be:

Additional volumes of produced products (services).
Revenues and expenses are displayed on a separate off-
balance account in the financial report. Generated income
is based on the volume of specific types of products
(services), confirmed by the production planning
department (or a separate department of the enterprise
authorized by this control). If some type of the product
(service), or an additional amount of the products
(services) are not taken into account in the production
plan, which has been proven to note “brigade” (the
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project team) on the passing month, and has no marketing
opportunities to be sold, it is not counted in the amount
income determination. Thus, the company stimulates the
activity of the project team to the production of goods
(services) within the planned scope and range in order to
prevent the resumption of working capital;

Costs of materials, energy, accounted for on the basis of
accounting data gadgets. The costs can be displayed on the
reception of transmission overhead. For example, wood
materials which are used as a lining (or packing) materials
during the metal loading on the vessel;

The amount of products (services) is not accepted as
income because their quality was not approved by technical
control department (or other structural subdivision of the
enterprise authorized by the quality control of production
(services)). Defective products (services) could be
considered as a part of income in case of corrections if it
is not the ultimate lack. The correction should be provided
by the brigade (the project team) at no extra charges.

Project teams that work under the conditions of
economic calculation must conclude a relationship
agreement with related entities with respect to the order
of relationship (supply of materials, energy, services, etc.),
the order of mutual payments and responsibility for the
failure (improper fulfilment) provisions of the agreements.

If the company operates a general provision on the
procedure of interrelations of structural units in the process
of production (services) and relatively economically
self supporting responsibility for failure (improper
fulfilment) of existing provisions, such an order is the
basis for the conclusion of contracts. If such an order does
not exist in the enterprise, the draft agreement is being
developed separately, with links to the process authorized
control units in the enterprise. In any case, a relationship
agreement between economically self supporting projects
team and other departments is approved by the company
management.

If the sum of the net income determined in accordance
with the formula for the calculation 2 exceeds the amount
planned for the reporting period, wages, then the excess is
proposed to distribute the articles for which are given in
Table 1:

Table 1
Distribution item profits from innovation
Ttem Share, %
1. On the increase of sum of labour payment fund 40

2. On innovative development of project group
(purchase of technique, on financing of the 20
experienced works and others like that)

3. In the fund of innovative activity stimulation on

. 10
an enterprise
4. In the reserved fund of project group 30
On the whole 100

This calculation system has to orient employees
to innovation in business. It should ensure the
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implementation of the growth strategy and pay only for
what really makes a contribution to the achievement of
strategic objectives, without unduly increasing labour
costs — in fact, as a rule, the strategy provides for more
reducing unit costs.

3. Principle of the formation
of motivation on the basis of KPI

The results of the analysis of the scientific views of
domestic and foreign experts provide an opportunity to
highlight the main principles of the motivation system:

Objectivity — the size of employee compensation should
be based on an objective assessment of the results of his
labour;

Predictability — the employees must know what reward
they will receive depending on the results of their labour;

Value - should be adequately rewarded labour
contribution of each employee in the performance of the
entire team, his experience and skill level;

Timeliness — the reward should be followed for achieving
results as quickly as possible (in the current period);

Importance — the reward should be significant for the
employee;

Fairness and transparency - determination of the
remuneration rules should be clear to everyone in the
organization and to be fair, including from his point of
view (Grineva, 2007).

Compliance with these principles in motivating
activities of project teams that work under the conditions
of economic calculation will enhance innovation processes
in the enterprise.

All the changes in the system of incentives — newly
introduced internal regulations and ones aimed at
increasing the value of each employee at his workplace.
All the mechanisms and tools should provide effective
motivation of employees; purposefully influence the
quality and productivity. Basing on the experience of
enterprises it can be argued that one of the effective
methods to stimulate the motivation of staff have a system
based on the use of KPI (Key performance indicators). This
incentive scheme can be applied to any company, provided
its competent development and maximizes compliance
within all the principles of the above construction of the
motivational system.

The motivation of the project teams can be in the
following forms:

1. The system consists of motivation ahead of time specified
bonuses for the implemented project, which adjusted for
the result of the main KPI stage or the whole project.

2. Defined fixed bonuses as a percentage of the project and
the costs for implemented project. The bonuses are paid
for the results of the KPI stage or the whole project and
distributed within the group (project manager and the
working group).

3. Motivation based on in fixed increments to the basic
salary for participation in the project.

4. It is used mainly in development, which sets the value of
each operation that is performed by an employee within
a project. The convenience of this embodiment is that if
you change the project participants, the distribution and
the premium payment does not cause difficulties. This
option is suitable if the company carries out the same type
of projects with clear detail and the ability to work out
undisputed distribution of their cost, that is, this method
is an analogue of "piece-work” principle.

Performance indicators of innovation that can be used
at the enterprise for the evaluation of personnel in this
field and the implementation of the incentive system are
provided in Table 2:

Table 2
Key performance indicators for the levels and groups
Level of index Group of staff Index
General production
Efficiency of Administrative and volume, sale
enterprise managerial staff volume, net income,
profitability
Production volume,
Efficiency Productive areas e
] . sale volume, quality
of basic Laboratories
. . L of products, volume
productive Technical subdivisions
. s of charges, terms of
processes Commercial subdivision i
production
Amount of the
Book-keepin: realized offerings
Efficiency of the . ping ) 8
. ! Service of personnel that is related to the
basic ancillary . . . . i,
. Security service innovative activity,
proceeding . . :
Service of repair salary, studies of
employees

Key performance indicators and methods of calculation
are specified for certain categories of workers.

In today's practice, the domestic enterprises is often
used the direct method of wages formation, which
takes into account the total amount of time worked by
workers in passing month and the average tariff (rate)
per hour according to the approved labour curriculum.
Such distribution of net income between workers is not
effective because it does not take into account the specific
contribution of the individual worker in the overall results
of the work unit. It is therefore proposed to allocate the
net income between workers based on the coefficient of
innovation contribution (CIC) each worker in overall
performance. These factors could be:

The work of related professions. The employee performs
work rigger, but has experience and produces electric
welder his work in the absence of electric welder;

The provision of proposals for innovative methods of
work organization, the introduction of which provided
opportunities to improve the efficiency of the whole.

Among reducing factors can be:

« low-quality execution of work;

« failure to perform activities;

« action working that encourage the creation of unhealthy
conflict with the accompanying negative effects, and more.
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In terms of, for whom it is difficult to transport
calculations (for example, the introduction of self-
realization and proposals for innovation) has a value:

1 - Proposals for the staff optimization have been
received;

1.05 - received proposals for optimization, which
would have significantly increased the performance and
convenience of improved information processing, but
decided not to implement them;

1.1 - received proposals for optimization,
implementation of which slightly increased performance
and made easier the process of the information;

1.3 - received proposals for optimization,
implementation of which has significantly increased
productivity.

Accounting for this indicator should encourage
employees to optimize business processesin the enterprise.

Thus, the proposed innovation incentives will be targeted
affiliation with respect to each individual indicator, as well
as the individual motivation of each employee, which
generally lead to the certainty of labour functions and
improvement of innovation.

4. Findings

The motivation system that is based on KPI enables
management of the enterprise: to provide control over the
current and long-term performance of the organization;
to evaluate the personal performance of each employee,

Vol. 2, No. 3, 2016

departments and enterprises as a whole; encourage staff
to achieve the necessary results; to manage the budget for
salary fund and reduce the time for its payment; provide
collective and individual responsibility for business results.
Implementation of KPI system will help to optimize the
activity achieving "high" purposes, would increase the
portfolio by accelerating their implementation and quality
improvement, as well as significantly increase in the level of
motivation, accountability and efficiency of your employees.

S. Conclusions

There is determined the theoretical and methodological
background of development of the system of motivation of
personnel innovative activity. In order to foster innovation
in the enterprise there is proposed the improvement of
the organizational structure at the expense of the center
of innovation management, which includes the economic
and social maintenance unit. Establishment of the project
groups under the conditions of economic calculations is
proposed. There are developed indexes, which conducted
the formation of income and costs of their activities. There
was a proposition of income distribution items aimed at
stimulating innovation. There is focusing to the need to
development and implementation of the economic activity
motivation systems practice using KPL. The forms of
project teams’ motivation are recommended. Performance
indicators of innovation that can be used in the enterprise
for the evaluation of personnel in this area are formulated.
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Buktopua TOHYAP, Mnxaun Y3YH
PA3PABOTKA METOOOB OLIEHKW SO®EKTUBHOCTU MOTUBALUMNOHHOIO MEXAHW3MA
NHHOBALIMOHHOW AEATESIbBHOCTU MEPCOHAJIA

AHHoOTaumA. Llesbio pabomesl ABNAETCA pa3paboTka METOAOB OLEHKM MHHOBALMOHHON AeATeIbHOCTU NepCcoHana,
yTo ObecneunT MOTMBaLMIO PAOOTHUKOB K aKTUBHOW AEATENIbHOCTU B HaMpaBSieHUM MOUCKa U BHEOPEHMWA B
MPOW3BOACTBO BHYTPEHHMX Pe3epBOB MO ee MoBbieHNo. Memoduka. B xofe vccnefgoBaHMs MCMONb30BaNUCh
MeTOofbl IOMMYECKOro aHasv3a U CUCTEMHbIN — 417 060CHOBAHUA TEOPETUYECKUX U NPAKTUUECKNX PEKOMEHZaLNIA
no pa3paboTKe KOHLENTYyanbHbIX OCHOB GOPMUPOBAHNA MOTMBALMOHHOIO MEXaHN3Ma yrpaBeHrsa NepcoHanom;
3KOHOMMKO-MaTEMATMNUECKOTO MOAENMPOBAHNA 1 MPOrHO3MPOBaHWA — 4J1A OLLeHKW BNNAHKSA GakTOpPOB MOTMBALUN
Ha YpOBEHb TPYAOBOW aKTUBHOCTW MepcoHana. Pe3ysiemamel. YTOUHEHO MOHATAE «MOTMBALUA» C YUETOM
WHHOBALIVIOHHBIX M3MEHEHUA COBPEMEHHOWN 3KOHOMUKU. [NA aKTMBU3aUMM MHHOBALIMIOHHOW AEATEeNbHOCTM Ha
npesnpuATAN NpeanaraeTcsa yCOBEPLIEHCTBOBAHME OPraHM3aLMOHHON CTPYKTYPbl 3a CYET LeHTpa YnpaBfieHuns
WHHOBALMOHHON [eATeNIbHOCTbIO, KOTOPbLIN BK/OYaeT B CebA 3SKOHOMUKO-TEXHMYECKOE U  CoLuaibHOe
noppasgenerus. peanoXeHo cosfaHWe MNPOEKTHbIX TPYMN Ha YC/IOBMAX XO3AWCTBEHHbIX pPacyeToB, uTO
cnocob6cTByeT 6onee akTMBHOMY NPUBIEYEH IO PabOTHNKOB K GOPMUPOBaHWIO MNaHOB MHHOBALMOHHOIO Pa3BUTHA.
OCHOBHbIMUM CTaTbsIMU, KOTOPblE ONPEefensioT Ux Pe3y/bTaTVBHOCTb SBAAIOTCA: POCT 0OBbEMOB NPOM3BEAEHHOW
NPOAYKLUN, CHUXKEHUE 3aTpaT MATEPUANoB M SHEPrOHOCUTENEN, CBOEBPEMEHHOCTb M BOCTPEOOBAHHOCTb HA
PbIHKE MPOAYKLMY, NMOBbILEHNE KaueCTBa BbIMOSHEHHbIX PaboT. Mprbbiib, NOlyYeHHasi MPOEKTHbIMU TPYMNamMu,
pekoMeHAOBAaHO pacnpefenATb Ha: yBennyeHve ¢doHAa onnatbl TPyAa, WHHOBALMOHHOe pa3BuTue, GoHA
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CTUMYNMPOBAHKA U MOTUBaALMN. ViccnejoBaHve AeATeNbHOCTM NPeNPUATUI MOKa3aso, YTo OAHNM 13 3 deKTUBHbIX
MEeTOZOB CTUMYNMPOBaHUA NepCcoHana ABNAeTCA CMCTemMa MOTMBaL MM, OCHOBaHHasA Ha npuMmeHeHumn KPIL. Qopmamu
MOTMBALMM MPOEKTHBIX TPYMM SABASIOTCA: GOHYCbl 33 Peann30BaHHbIA MPOEKT, KOTOPblE KOPPEKTMPYIOTCA Ha
pe3ynbTaT BbiNoHeHUs1 0CHOBHbIX KPI 3Tana unu npoekTa B LesioM; GUKCMpPOBaHHble GOHYCbl B BUE MPOLIEHTOB
oT npubbiny; GOHYycbl MO 3Tanam peanu3aummn npoekTa. [lpakmuyeckoe 3HaveHue. KnioueBble MoKasaTenu
3bPeKTMBHOCTN MHHOBALMOHHOM AeATeNIbHOCTY pacnpeenieHbl Ha YPOBHY U pynibl NepCcoHana, OTBETCTBEHHbIE
3a VX BbIMOJIHEHUE, YTO JaeT BO3MOXHOCTb 06ecneynTb KOHTPOSIb 3a TEKYLMMU 1 LONTOCPOYHbIMM NOKa3aTensmm
LEeATeNIbHOCTU; OLIEHNUTb JINUYHYI0 SOPEKTUBHOCTb KaXOro COTPYAHMKA, OPUEHTNPOBATL NEPCOHAN Ha AOCTUXKEHUe
HeobXoAMMbIX pPe3yNbTaToB; 00ecrneynT KOJNIEKTUBHYIO U VHAUBMAOYANbHYIO OTBETCTBEHHOCTb 3a pe3ysbTaTbl
AeATeNbHOCTY NpeanpuATuA. 3Ha4YeHue/opueuHaIbHOCMb. HeCMOTpA Ha Hannumne CyLLeCcTBYIOWMX UCCIef0BaHN B
061acT MOTVBaLIMOHHOTO MeXaHM13Ma Ha CEFOAHALLHNIA leHb CyLLeCTBYeT NOTPeOHOCTb B €r0 YCOBEPLLIEHCTBOBAHMM
3a cyeT Gonee fgeTanbHOM NPOPAbOTKM MoKasaTteneln oueHKN 3GEeKTUBHOCTM MHHOBALMOHHOW AeATeNbHOCTH
nepcoHana B 3aBucumoctu ot ctagum KUO. MpennoxeHHas cuctema MOTMBauuy OGyfeT XapakTepr3oBaTbcA
afpeCcHOW NPUHAANEXHOCTBIO MO OTHOLIEHMIO K KaXKAOMY OTAENbHOMY COTPYAHUKY, ACHOCTbIO A1A NCMONHUTENEN,
NPOCTOTON M3MEpPEeHMA, B3aUMOCBA3AHHOCTbIO MOKa3aTenen, a Takke WHAWUBUOYaNbHOW MOTMBAUMEN Kaxgoro
COTPYAHMKA, UTO B LIJIOM MPUBEAET K ONpeAesieHHOCTV B TPYAOBbIX GYHKLMAX U YyULLEHWI0 KauecTBa paboThl
nepcoHana ynpasnAwoLLen opraHmsaLmm.
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