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MAIN DIRECTIONS OF DEVELOPMENT OF THE PERSONNEL 

MOTIVATION SYSTEM IN COOPERATION AND SMALL BUSINESS OF 

THE REPUBLIC OF BELARUS 

 
The effectiveness of any economic measures is determined by their impact on 

the attitude of people to labor. A satisfied employee works better, more productive 
and more willing to reveal his potential – this requires a well-thought-out motivation 
of his interests. That is why the problem in the field of work with personnel is one of 
the most important problems at the present stage of economic development in most 
countries of the world. 

Motivation contributes to the development of the country's economy, ensures the 
level of citizens' well-being, because any person works to earn money, which will 
allow him to meet his own needs and requirements, and it is the factor that has a 
significant impact on the manifestation of human activity in the workplace. The 
success of any company depends on how effective the work of employees is. Their 
behavior depends on the internal and external environment, but it is the internal 
environment that has a greater influence on the formation of installations and the 
desire to achieve a certain result. However, not all the managers understand how 
difficult it is to manage this resource. The task of managers is to maximize the use of 
the staff opportunities. No matter how strong the decisions of the leaders are, the 
effect from them can be obtained only when they are successfully put into practice by 
the employees of the company. And this can happen only if employees are interested 
in the results of their work. 

First of all, it is worth analyzing the various interpretations of the labor of 
scientists from the CIS countries on the concept of motivation. 

According to the opinion of one of the well-known Russian scientists, A.Y. 
Kibanov, the motivation of labor activity is «the desire for working needs that 
requires certain difficulties aimed at achieving the goals of the organization» [1, p. 
61]. A similar definition is given by Grigor O.E: «Motivation is a process starting 
with a physiological or psychological lack or need that activates behavior or creates 
an incentive aimed at achieving a specific goal or reward» [1, p. 524]. Belarusian 
researcher Aleksandrenok M.S. defines motivation as a process of systemic influence 
of the motives with other psychological phenomena, such as needs, claims and 
expectations, incentives, attitudes of a person to a certain behavior” [2, p. 49]. 
Zavyalova E.A. treats labor motivation as an internal motivation to a certain labor 
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behavior, limited by mental and physical abilities of people» [2, p. 14-15]. All these 
definitions are united by focusing on the person (individual), that is why the concept 
of motivation is explained as the state of a person – a set of motives, the process of 
forming incentives to work. 

Different from the above definitions of labor motivation are presented by 
scientists: Mikulich A.V., Bazyleva M.N., Genkina B.M., Andreeva O.V., 
Krasnikova I.V., Gainutdinova L.I., Bogdashits E.A. In particular, Belarusian 
scientist Mikulich A.V. gives the following interpretation: «Motivation is the most 
complicated process of influencing the conscious interests of an employee, which are 
based on the conditions of material life and needs, that turn into a material stimulus 
and act as an incentive for useful activity» [3, p. 35]. Bazyleva M.N. defines 
motivation as the process of encouraging oneself and others to work towards the 
achievement of personal goals and the goals of the organization [3, p. 122-123]. 
Genkin B.M. briefly and sufficiently capaciously says: «Motivation is the motivation 
of a person and organization to change their condition» [3, p. 22]. Bogdashits E.A. 
considers the motivation of labor from both the object and the subject of 
management: «Motivation is the dialectical unity of the interests of the subject and 
the object of management. At the same time, from the standpoint of the object of 
management, it reflects the process that determines the individual's conscious choice 
of the type of labor behavior and is associated with the formation of his motivational 
sphere of labor; from the position of the subject of management, motivation is a link 
in the system of management functions and the semantic function of personnel 
management» [3, p. 21-22]. 

There exists also a generalized view of the concept of labor motivation, in which 
the authors give a comprehensive definition of the concept. For example, 
Gamirov N.V.considers two aspects of motivation. As a psychological process, 
starting with a physiological or psychological need, which activates a person’s 
behavior or creates an urge in him to achieve a certain goal or reward. As the 
definition and creation of socio-economic conditions, the reasons for the effective 
work, taking into account the needs, psychology, behavior of an individual or groups 
of people. 

The relevance of research of the development of forms and methods of labor 
motivation is due to the agrarian reform and the formation of a new type of economy. 

The goal of managing the current economic situation should be, first of all, 
increasing staff interest in improving the performance of the enterprise to extract 
maximum profit during the periods of significant increase in market size. The main 
measures to improve the motivation and incentives for management personnel: 

 1. Establishing remuneration of managers and specialists  as the main form of  
the contract system, in which the principles and procedure for the remuneration of 
managerial personnel should be defined, the direct dependence of the amount of 
remuneration on the achieved results is established. 

2. The establishment of salaries for management personnel for the coming year 
depends on the achieved level of the net profit for the year. 
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3. The establishment of salaries at a sufficiently high level, which will attract, if 
necessary, the most competent and energetic workers, distinguished by high culture 
and professionalism. 

4. The level of salaries should not exceed the level of remuneration that 
management personnel could receive in the view of various additional payments, 
allowances, bonuses and other payments. 

5. The introduction of a reward system "for long service." 
6. Providing an opportunity to work on a shorter working day due to 

interchangeability. 
7. Implementing career planning for managerial employees. 
8. Providing an opportunity to get a second education and improve their skills 

using the funds of the company. 
9. Expanding the responsibilities of managerial employees, increasing personal 

responsibility and interest. 
10. Improvement of bonuses by paying a premium monthly based on the results 

of the enterprise’s operation (growth in the volume of work and services in 
comparable prices and terms by the corresponding period of the previous year and the 
fulfillment of the profit plan). 

11. Insurance of employees at the expense of the enterprise, payment of a sick 
leave above the established level. 

12. Development of measures providing the involvement of the employees in 
management, their promotion, career planning, obtaining a second education in the 
educational institutions and advanced training through internships at similar 
enterprises, including the neighboring countries as an exchange of experience. 

It is during the creation of such conditions that the interests of the parties will be 
identified, i.e. a one-to-one correspondence between the interests of the parties will 
be ensured: advantageous for one side is beneficial for the other; and vice versa, 
disadvantageous for  one side is disadvantageous for the other.  

Thus, motivation is an important management function, which consists of 
activating, stimulating, managing and implementing the targeted behavior of people 
to achieve their own goals and the goals of the enterprise. Since the needs cause a 
person to strive for their satisfaction, managers must create situations that allow 
people to feel that they can meet their needs through the type of behavior leading to 
the achievement of the organization’s goals. To achieve the sustainable growth in 
labor productivity is impossible without improving the functioning of the mechanism 
of motivation and stimulation of employees. 
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