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VIIK 331.2.(477)
Baanm IPOCSTHYYK

JOCJILI)KEHHSI CTAHY MOTHUBAIII ITPAIII B MOPCHKOMY TOPI'OBEJILHOMY
HHOPTY

Pestome. Pozenanymo cman npoyecie cmuMynt08aHHA | MOMUSAyii npayi 6 MOPCLKoMYy MOp2o6elbHOMY HOpPMY),
NPOAHANI308AHO 0COOIUBOCII OTIOUUX MOMUBAMOPIE POOOMU KepIGHO20 NePCOHANY Ma KEANiPIKOBAHUX NpAYIGHUKIE.
Buseneno neeamugni menOenyitini pakmopu 6 cucmemi onnamu npayi ma OOIPYHMOBAHO HeOOXIOHICMb pehopmy6aHHs.
mpyoo6ux 6IOHOCUH 3 HAOAHHS NOPMOBUX NOCTVe.

Kniouogi cnosa: mopcokuili mopeosenvruii nopm, CMUMYIO6AHHS, MOMUBAYIL, Npays, NepcoHaAl, SUHAZ0pPOOd,
npemis, He2pouL08d 6I03HAKA, CUCMeMA, MPyO06a AKMUEHICMb.

Vadym PROSYANCHUK

THE RESEARCH OF OF LABOR MOTIVATION STATE IN SEA COMMERCIAL PORT

Summary. The state of stimulation and motivation processes of labor in the sea commercial port is regarded. The
attention is focused on actual questions of optimization of payment system and benefits to employees, the existing motivators
of management personnel’s work and skilled workers’ labour are analyzed. It is noted that the most common method of
personnel’s motivation rating is questionnaire survey of the workers. On the basis of the processed personal data the levels
of staff’s relative emotional satisfaction at receiving of monetary and non-monetary kinds of benefits are defined. The
reasons why monetary benefits to employees are lacking of motivation influence are found. The dependence of satisfaction of
employees from award wages they received, on the basis of which the conclusion about the lack of effectiveness of the
existing system of labour motivation at the enterprise - sea commercial port "Yuzhny" is presented. The main aspects of the
application of non-monetary forms of labor stimulation within the company are investigated. The essential influence on the
the work results of the relationship between financial and non-monetary factors of personnel labor assessment is shown. The
attention is emphasised on expediency questions using of different types of demotivation factors. Negative tendencies within
payment system and labor stimulation are revealed and the necessity of reforming the labour relations on providing port
services is justified. The list of specific innovation measures to improve the processes of motivation at the marine company is
specified.

Key words: sea commercial port, promotion, motivation, work, personnel, benefit, premium, non-monetary benefit,
system, labor activity.

IoctanoBka npoGJjeMu. MoTuBallisi € OAHUM 3 HAHBAKIMBILIMX YMHHHUKIB €(EKTUBHOTO
PO3BUTKY MianpHeMcTBa. B nmaHWii yac OXHMMHM 3 TIPIOPUTETHUX HAMPSMKIB PO3BHUTKY IeprkaBa
MO3HAYMJIa BJOCKOHANICHHS TPYIOBHX pecypciB i MiZABHMINEHHs piBHA KBalidikanii po6ovoi cuim.
Onnara npaui B 6araTboX raigy3sx eKOHOMIKH Ta OrofKeTHiH cdepi 3HELiHIOE MPAaLIo MepPCcoHay i He
BUKOHY€E Hi BIATBOPIOBAIBHOI, Hi ctumyotouoi (yHkil [1, c.10]. TloctaBneni 3aBnaHHs OynyTh
e(eKTUBHO BUpIllIeHI TIIbKA B TOMY BHIIQJIKY, SKIIO Oy/e BiJIOMO, YUM JAMKTYETHCS HEOOXIAHICTh 1X
BUPILICHHS.

[IpoBeneni B YkpaiHi coliaJbHO-eKOHOMi4HI MEPEeTBOPEHHs CHpsMOBaHi Ha (OPMYBaHHS
COLIIAJILHO-OPIEHTOBAHOT PUHKOBOT €KOHOMIKH. Y YHMCIi TIPIOPUTETHUX WiJiel B 1ili obnacTi MoxkHa
Ha3BaTH 3a0e3MneueHHs MpaBa JIOAMHH Ha TiIHY MpaLio, MiABUILEHHS SKOCTI KUTTS MpaliBHUKIB Ta 1X
ciMeli Ha OCHOBI 3pocTaHHS €()eKTUBHOCTI BITYM3HSHOT €KOHOMIKH. J[OCUTH HHM3BKOIO € YacTKa
3apo0iTHOT TIATH B OMEpallifHUX BUTpaTaxX MiJNPUEMCTB, fKa Yy IJIOMYy B TPOMHUCIIOBOCTI Jiellb
nepesuinye 9% [2, c.4-6]. Jlng peanizaiii Ha3BaHUX IiJiell y Tajdy3i YNpaBliHHSA MepPCOHAIOM
opraHizauiii HeoOXigHO 3a0e3MeunTH TMOCWJIEHHS MOTHBALil TPYAOBOi MAiSJIBHOCTI Ha OCHOBI
(opMyBaHHS Ta PO3BUTKY CHCTEMHM CTHMYJiB, IO CIHOHYKalOTh CY4acHOro TpaliBHUKA [0
e(eKTUBHOT, BHUCOKOMPOMYKTHUBHOI mpaii. Bim edekTHBHOCTI MAil040i CHCTEeMH MOTHUBALi Ta
CTUMYJIIOBAaHHS TPYAOBOI HisSUIBHOCTI MepcoHally OaraTo B 4OMY 3ajiekaTbh TPYAOBa, colliajibHa Ta
TBOpYa AaKTMBHOCTI KOXKHOTO TIpalliBHHMKA, sKi B MiACYMKY TMO3WTHBHO BIUIMHYTh Ha KiHLEBi
pe3ynbTaTH BCiel BAPOOHUYO-TOCTIONAPCHKOT AisITBHOCTI OpraHizarii.

OCHOBHUM HEZIOJIIKOM MEHEKMEHTY YKpaiHCHbKHMX MiJNPHEMCTB € Te, IO OCHOBHA yBara
MPUJIIISETECSA €IMHIA CHCTEMi CTUMYJIIOBaHHS, ajie MEepPCOHAalbHIM MOTHBALIi Mpali MpUALTIETHCS
MaJio yBaru. CTUMYJITIOBaHHs 1 MOTHBALLisl PO3TIIAAAIOTHCS SIK BIZIOKPEMJICHI OJIHA BiJl OIHOT KaTeropi,
IO HE CTpHsIE CTBOPEHHIO e()eKTUBHOTO MEXaHi3My MOTHBALIIT Mpalli MepcoHaty.
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AHaJi3 ocTaHHIX Aoc/ailkeHb i myojikaniii. B exoHoMmiuHill iiTeparypi MM mnpobiaemam
NpPUAIISETECS BEJIMKA yBara, HaBOAATBCS YWCIEHHI TMPUKIAAM OLIHIOBAaHHA MOTHBALil Yy
CHIBpOOITHHKIB, MPUYOMY BCi aBTOpPH, SKi KaKyTh TMPO OMNTHUMI3AI[I0 CHCTEMH OIUIATH Mpaili Ta
BUHAropoJy MepcoHaly, KOHCTaTyiOTh CKJIQAHICTh OUiHIOBaHHA MotuBauii [3]. HalinmommwmpeHimum
METOJIOM TaKOTO OL[IHIOBaHHS € aHKETYBaHHS, 3TiTHO 3 SKUM KEepiBHUK MPOBOAMUTH ONMUTYBAaHHS BCiX
CBOIX MpaLiBHUKIB. AHKETH 3 pe3yJIbTaTaMM OMWTYBaHHS TMEPCOHATY aHATI3YIOTbCS 3a3HAUYCHUMH
¢axiBisaMu mignpuemcTBa. Ha OCHOBI OTpHMaHMX JaHMX PO3POOISAETHCS CHCTEMa CTUMYJIFOBAHHS.
CkJafHICTh TMONArae B TOMY, LIO KEPiBHUKM MajMX 1 cepeHiX MiAMPUEMCTB HE MalOTh 4acy Ha
TpuBani jgochijkeHHs. OCKUJIbKM aHKeTa MOBHHHA BpAaXOBYBaTH CHELU(IKY MiNPUEMCTBA, TO
BUKJIIOYHO B YCiX BHIMAAKaX BBAXKAETHCS, O Hale(EKTUBHIIIMM IS IiJIed OLIHIOBaHHS MOTHBALii
NpaliBHUKIB € METOJIM €KCIIEPTHUX OL[iHIOBAHb.

Pazom 3 Tum, B HaykoBiii mpaui [4] MepeKOHIMBO BCTaHOBJIEHO, IO CTPYKTypa MOTHBaLil
npani 3a3Hae 3MiH y OiK MOCWJICHHS poJii MaTepiabHUX CTUMYIIB. Taka TeHIEHIlis MPU3BOAMUTH 10
BEJIMKOT MPOOJIeMH PO3BHUTKY SK OKpeMoi OCOOMCTOCTi, Tak i CycHiJbcTBa B IIJIOMY. 3a3HaveHa
CIPSIMOBAHICTb Y XUTTEMISUIBHOCTI Ta PO3BUTKY OCOOMCTOCTI M CyCHiNbCTBA MOXKE 3aJ0BOJBbHATH
TINBKY MEepBUHHI (i3i0OriYHI MOTPeOH i HE CIpUsiE MOBHOMY PO3KPHUTTIO 3aKJIaJICHOTO B JIFOJMHI Ta
CYCHNUIBCTBI MoTeHIiany. ToMy CbOTro/iHI Bce OiNBLI aKTyalbHUM CTa€ 3aBJIaHHS JIOCITIKEHHS BCIiX
MOTHBATOPIiB 3 METOI0 HEOOXiOZHOCTI (OpMyBaHHS TaKoi CHUCTEMH MOTHMBALii Ta CTUMYJIOBaHHS
TPYAOBOI HisUIBHOCTI, sika O chpusiia 30anaHCcOBAaHOMY PO3BUTKY SIK 0a30BMX €KOHOMIYHHMX, TakK i
BUILMX NMOTPed MpaLo0vdoro nepcoHay.

Jns  cTBOpeHHS Mi€BOT CHCTEMHM MOTHBALil Ta CTUMYJIIOBaHHS TPYJOBOI AisJIbHOCTI
HeoOXiTHO, Hacamrepe/, BiAMOBiHI HAYKOBI MOJIOXEHHS, IO MICTITh il TeOpeTUYHi, METO0JIOTiYHI
Ta MEeTOAWYHI 3acanau. HasBHi po3poOKu B Wil npenMeTHIN rainy3i He MOXKHAa BBaXKaTH TMOBHICTIO
TAaKMMH, [0 BIIMOBINAIOTH BUMOTaM Cy4yacHOT Teopil 1 MPAaKTUKWA YMPABIIHHS TEPCOHATIOM.
®DopMyBaHHSI KOHLENTYalbHOT OCHOBM CHUCTEMH MOTHMBALIi Ta CTUMYJIOBAaHHS TPYIOBOI HisUIbHOCTI
nepenbadae HeoOXiMHICTh BUPILICHHS PsAy MHWTaHb: OOTPYHTYBAHHS 11 TEOPETHKO-METOAOOTIYHOT
0a3u; yTOYHEHHS TEPMIHOJOTIYHOrO amapary;, BH3HA4YeHHS Miclii MOTHBALi Ta CTUMYJIOBaHHS
TPYZHOBOI MAiSJIBHOCTI B CHCTEMi HAYKOBHUX 3HaHb;, PO3KPUTTSA IX 3MICTy, CHUCTEMHM 3OBHIILHIX i
BHYTpILUHIX B3a€MO3B'SI3KiB; BWU3HAuU€HHsS LiNeH, 3aBOaHb, MNPUHLUMMIB, (YyHKUiH, BUAIB, dopm;
BUPOOJICHHS! METOJTMYHUX TIIXO/IIB JJ1s aHANI3Y 1X CTaHy Ta YIpPaBIiHHS.

Cnig 3a3Ha4yuTH, WO PO3pOOJNEHHS CHUCTEeMHM MOTHBALii Ta CTUMYJIOBAaHHS TpPYIOBOI
ISUIBHOCTI  ycKJIagHeHa psaoM obcraBuH. JlocmimkyBaHa mpo0OJieMa BiJTHOCHTBCS 1O YHUCIIA
MDKIMCIMIUTIHAPHUX, TOMY il BHUpILIEHHS BUMarae IMO€IHAHHS PI3HUX METOOJIOTIH, METOAMK Ta
3aCTOCYBaHHS Pi3HOMJIAHOBUX HAYKOBHMX 3HaHb. Ha HeoOXimHICTh MDKIUCHUIUIIHAPHOTO MiAXOAY A0
JOCHIDKeHHS] MOTHBALLiT i CTUMYJIFOBaHHS TPYIOBO1 AiSJILHOCTI 3a3HaueHo B poOoTi [5]. B ocHoBHOMY
KOHTEHTI PO3POOKM HAroJIouIyeThes, IO MOTHBALis Ta ii ponb B yNpaBiHHI TPakKTyeTbCcs abo
MOBEPXHEBO, a00 HAITO BYy3bkO. lle 03Hauae HEOOXiMHICTh MIMOLIOrO CHHTE3Y, B3a€EMONPOHUKHEHHS
Pi3HUX raimy3ell HAyKOBOI'O 3HaHHS MPHW JOCHII)KEHH] YCKIaJHEHHUX MPOLECIB 3aralbHOro YIpaBiIiHHS
i fioro MoTuBaliiiHOT QPyHKIiT 30KpeMa.

JlocnipkeHHsIM MpobjieM MOTHBALil 1 CTHUMYJIIOBaHHS TMpalli 3aiiMaiiucs 3apyOixkHI BYEHi
K. Ansaepdep, J. Mak["perop, . MakKnennana, A. Macnoy, ®@. Teiinop, E. Tonmen, Jix.b. Yotcon,
X. Xekxay3seH, A.I'. 3npaBomucnos, B.I1. Poxin, B.A. Sinoe ta iH. Cepel BITUYM3HSIHUX BYCHHUX, SKi
CTOsIM OiNs BUTOKIB Ta 3aiiManucs (OpPMYBaHHSAM KOHLEMIIM 3 opraHizaiii oruiaTd mpami W ii
MoTuBallii 0y HaykoBui B. Jlantok, A. Kanuna, A. Konor, I'. Kynikos, E. Jlicanosa, B. Hosikos,
H. ITaBnosceka, O. CraxiB Ta iH. Crtan paHoi mnpoGsiieMaTHKU B MOPCBHKHX MNOpTax YKpaiHW,
pe3ysabTaTi poOIT YKpaiHChKUX 1 3apyOiKHUX BUEHHMX TMOKa3ylTh O0'€éKTHBHY HEOOXITHICTH Ta
aKTyaJIbHICTh JOCIIDKEHHS MOTHBATOPIB MOKPAIEHHS MOCIYT MOPTY.

MeTo10 €TATTI € aHaJi3 cTaHy CTUMYJIIOBaHHS MEPCOHAY MOPCHKOTO TOProBEJILHOIO MOPTY
Ta 3'ACyBaHHs BIUTMBY (piHAHCOBHMX i HErpOLIOBMX YMHHMKIB OLIIHFOBaHHS Ha pe3yJIbTaTH Mpali B
CYYaCHMX YMOBAaX JisUIbHOCTI Ha OCHOBI BMKOPHCTaHHS METOAY aHKETYBaHHS JaHWX MOKa3HWKIB
MOTHBALIIT MEPCOHAITY.

Bukiax ocHoBHOro marepiaiy. PoOotu 3 mpobiemu MoTUBalLii Maibke HE MiIar0ThCs
cucremaruzailii. Kpim Toro, aHamiz mijxoJiB 10 BU3HAUSHHS MOTHBALlIl Ta CTUMYJIIOBAHHS CBIIYMTH,
110 MPUYUHOIO 3HAYHOT PO30IKHOCTI [YMOK 3 I[LOTO MUTAHHS €, HAcaMIiepel, BiJICYyTHICTh YITKOCTI B
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OCMHCJICHHI TpPHpPOIM 1 3MicTy JnaHuX Kareropiii [6, c.1]. B ymoBax HeomHO3Ha4HOCTI Ta
OaraToakTOpHOCTI 3aBOaHb 3 KOMIUIEKCHOTO MEPEeOCMHUCIICHHS 1 cMcTeMaTh3alil HayKOBUX MUTaHb
MOTHBALil Ta CTUMYJIIOBaHHS TPYJAOBOI MiSUIBHOCTI MEPCOHATy B MOPCHKOMY TOPTOBEIBHOMY MOPTY
3YMOBJIIOETECS] HEOOXiHICTh MPOBEACHHS IAHOTO TOCIiIKEHHS! METOJJOM €KCIIEPTHOTO aHKETYBaHHSI.

OnwutyBanHsi Oyno npoBeaeHo ceped 103 mpaliBHHKIB MOPCHKOIO TOProBEJIBHOTO MOPTY
«HOxHMii» 1 8 KepiBHHUKIB CTPYKTYPHHUX MiIPO3/iTIB MOPTY. AHKeTa JUls MpalliBHUKIB HapaxoByBasia
25 nuTaHb, AKI CTOCYBAIMCH 3'ICYBaHHS iX 3aJIOBOJICHOCTI ICHYIOUOIO Ha TMiJIMPUEMCTBI CHCTEMOIO
MOTHBALIiT MpaLli Ta BU3HAYEHHs MaTepiallbHOTO CTaHy iX ciMeil. AHKeTa /7Sl KepiBHUKIB CTPYKTYPHHUX
MiPO3ITIB HapaxoByBasia 22 MUTAHHS, 3a JIOTIOMOTOK SKHUX JOCIIKYBajIocs OaueHHs KepiBHUKIB
CTPYKTYPHHUX MiPO3UTIB MIOAO AIEBOCTI Jit0UOI B MOPTY CUCTeMH MOTHBalii mpaui. bineie 61,2%
NpaliBHUKIB OTPUMYIOTH 3apOOiTHY IIaTy 3alle)kKHO BiJ KiJbKOCTI BiAmpalboBaHOTro uacy, a 36,0%
NpaliBHUKIB BKa3ajM, 1O 1X 3apo0iTHA M1aTta 3ajexuTh Bill o0cAry BUkoHaHoi pobotu. | nue 2,8%
aKLEHTYBAJW, 10 BUHArOPOJa Mpaili B HUX 3aJIeKUTh BiJl AKOCTi poO6oTH. TOOTO MiANMpPHUEMCTBO He
3alliKaBIIOE MPALiBHUKIB 10 Kpaliol poOOTH, iX 3apo0iTHA TiaTa Mallo 3aJIeKHUTh Bifl pe3yJibTaTiB
pobOTH, BpaxoByeThcsl Jviie (opmalibHe BHKOHaHHS o0oB’s3kiB. [lig uvac onutyBanHs 50,0%
KEpIBHHUKIB CTPYKTYPHHX TMiJIPO3/iNIiB MOKA3ally, 10 PO3Mip 3apo0iTHOI IMiaTH iX MpaiiBHUKIB He
3aJIeKUTh BiJI MEPCOHATILHOTO BKJIAy JIIOJAMHU y poOOTY MianpueMcTBa. B pe3ynbrarti 3a CBiTUCHHAM
37,5% kepiBHUKIB MigpO3AiJiB, 3a OCTaHHi 6 MICSLIIB BOHM HE CHOCTepiraiM y MpauiBHUKIB iX
niapo3ainy OaxkaHHS Kpalle MpaLoBaTH il peajbHOTo MiBUIIEHHS NPOAYKTUBHOCTI 1X mpaui. [Ipewmii,
SKi IIOMICSL HapaxXOBYIOThCS TpaliBHUKaM, HE MalOTh MOTHBYIOHOro BIUIMBY. [leprmia mpuunHa
noJjisirac 'y MacoBiii peryispHiii ix cmiari. 3a onuryBaHHsAM, 94,2% mNpaliBHUKIB HIOMicsLs
OTPUMYIOTH MpeMito. B pe3ynbTaTi nmpemis nepecrae HOCUTH (QYHKLiIO MOTHBAaTOpa i CpUMaETbCs
K HaJIeXKHE.

Taoauns 1
AHaliz aHKeTHUX JIaHUX OCHOBHHUX TIOKa3HWKIB MOTHBALIIT Npalli MPaiiBHUKIB MOPCHKOTO
TOproBesbHOro nopty «HOxkHMI»
Table 1
Statement analysis of the key indicators employees’motivation of the sea
commercial port «Yuzhny»

TToKasHUKH YacTtka HPaI'_IiBHI/IKi]'B 1ziz1
3arajbHOi KiJIbKOCTi, %0

OTpuMyIOTh 3apobiTHY myaTty 3a:

- BiJIMTpallbOBaHMI Hac 61,2

- BUKOHAaHUI 00csaT poboTn 7,8

— BiJNpalibOBaHMii Yac i BUKOHAHUI o0csaT poboTH 28.2

- SKICTh BUKOHAHOI poOOTH 2,8
PerysnsipHo OTpUMYIOTH MpeMiro 94,2
OTpumaliu 3a ocTaHHi 6 MicsIIIiB HErPOUIOBI BUHATOPOJTU 48,5

UYacrka KEPiBHUKIB CTPYKTYpPHHUX MiAPO3ITIB, AKi 37,5
BHKOPUCTOBYBAJIM 33 OCTaHHi 6 MicsLliB HErpOIIOBI BUHATOPOIH

Jlpyroro npu4YMHOKO MOXKHA Ha3BaTH TOM (hakT, IO JIOAM JTOCTEMEHHO He 3HAIOTh, 3a 1110 came
iM HapaxoByeThbcs Tipemis. Ha 3anurtaHHs, 3a 110 BOHU OTPUMAM OCTAaHHIN pa3 mpemito, BiIMOBIii
Oynu pi3Hi: 32 BUKOHAHHA IUIaHy, 3a MiJACyMKH BMKOHAHUX pOOIT, 3a fKiCTh poOOTH, TPUHAALATA
3apruiata 3a MHHYJWH piK, BIAMOBITHO 10 Haka3zy, y 3B’s3Ky 3i cBitoM 8 bepesns, 3a poboty 3a
TUMYACOBO BIJICYTHIX MpalliBHUKIB, 32 JOOPOCOBICHY poOOTY, 3a BHSBJIICHHS aBapii Ha ra3onpoBO/i.
HeonHozHaunumu Oyiiv 1 BiMOBIiI KePIBHUKIB CTPYKTYPHHUX MiIPO3/iJiB HA 3alMTaHHA, 32 10 1X
NpaLiBHUKK OTPUMYIOTH MpeMii. EkcriepTi CTBepuKyIOTh, IO HETOBEJACHHS 10 BiloMa MpaLiBHHUKIB
NPUYUHN HapaxyBaHHS MpeMii Mo30aBisie OCTAaHHIO MOTHUBYIOYOTO eekTy. TpeTs nmpuunHa nojisrae y
HEeBeJMKOMY po3Mipi Takux npemiil. Lllomicsuna npemis cknagae 30% Bif cyMH MOcagoBOro OKIamy
(GinblocTi mpaUiBHUKaM 3apobiTHa MiaTa HapaxOBYETbCS BiAMOBIAHO A0 TMOCAZOBOrO OKJanmy),
CYTTEBHMI PO3Mip Mae TPUHAJLATA 3apIuiata 3a pe3yJbTaTaMd MHUHYJIOrO POKY. Y TOii ke 4ac Ha
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NPOrPEeCUBHUX MiANPUEMCTBAX CUCTEMa MOTHBALIl Mpali HalalliTOBaHa TAKUM YMHOM, LIO TpeMis
3aiiMae OiNbllly YacTKy TpOLIOBOT BUHAropoAu, Ky OTPUMY€ MpaliBHUK. Y OUTbIIOCTI BUMAAKiB
HApaXxOBYETbCS HEBEJIMKWI MOCAIOBUH OKJIAJ, a PeIlITy KOIITIB MpPAaliBHUK OTPUMYE Y BUIIIAAI TIpeMil
3aJIe)HO BiJl pe3ysibTaTiB cBOel poboTu. Baxupo, mob6 cyma npemii Oyina cnpaBeyinBoro. Emorriiina
3a7I0BOJICHICTh MEPCOHAITy MPH OTPUMAaHHI Pi3HUX BUIIB BUHATOPOJ HaBe/IeHa Ha puc. l.
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Yactka npauiBHMKIB Big, 3aranbHoi

Buam BuHaropogm

Pucynoxk 1. Po3noiin mpailiBHUKIB Mi>K BUJIJaMH BUHATOPO/I, 1110 BUKITUKAIIU Y HAX PaJliCHI,
MO3UTHUBHI eMoLii, %
Figure 1. The distribution of workers between the types of rewards that caused happy,
positive emotions, %

[lo3utueHi, pagicHi emouii 60,2% npauiBHUKIB Mald MNP OTPUMaHHI HUMH TPOLIOBUX
BUHaropoj, To0to npemiit, i 13,6% mnpauiBHMKIB — Bil HerpoloBHUX BUHaropoia. Husbke emoliiiine
BpPa)KEHHS BiJl HErpoIIOBMX BHHArOpOJ TOSCHIOETbCA iX HENOCTaTHIM 1 HaBiTh CIaOKUM
BUKOPUCTAHHIM Ha MiANpPUEMCTBi. 37,5% KepiBHMKIB CTPYKTYPHHUX MiIpO3AiJliB MOPCHKOrO MOPTY
«OHMii» mokazanu, O BOHM BUKOPHUCTOBYBAaJM B OCTaHHI 6 MiCSLB HErpoIIOBI BHHATOPOIU
(tabn.1). 1 nume 50 npauiBaukiB (48,5%) Bia 3arajibHOT YUCETBHOCTI OMWUTAHWUX MiATBEPIUIH
OTPUMAaHHS TaKMX BUHaropos. Lle cBiquuTh Mpo HEJOCTATHE 3aCTOCYBaHHS JOCUTH €()EKTHBHOTO BUILY
MOTHBALlil — HErPOLIOBOI BUHATOPOAH.

LikaBum € i Takuid Qakt, mo 26,2% (Oinblue uBepTi) MpaUiBHUKIB HE 3MOIJM HIUOro
MO3UTHUBHOTO CKa3aTW Hi MO TpOIIOBI, Hi MPO HErpolIOBi BUHAropojau, SiKi BOHM oTpumyBaiu. Lle
CBiUUTH MPO Hee()EKTUBHICTh iICHYIOUOI CUCTEMH MOTHBALIi Mpalli K Yepe3 rpowoBy Gopmy, Tak i
HerpomoBy ¢opMmy, I HEOOXigHICTh i yJOCKOHAJeHHs. 3aJeKHICTh 3aJI0BOJICHOCTI TMpalliBHUKIB
BHUHAropoJaMu 3aJIeXHO Bil piBHS 3apOo0iTHOT MIaTH, IKy BOHW OTPUMYIOTh, MIPE/ICTaBIeHa Ha pHC.2.
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npauiBHuKiB, Yon.

KiNbKiCTb 3a40BONIEHNX

1 2 3 4 5 6 7 8 9

po3Mmip 3apnnaTu npauiBHUKIB, TUC.TPH.

Pucynok 2. 3a10B0JIeHICTb MPALIiBHUKIB MPH OTPUMAaHHI IPOILIOBOT BUHATOPOAH 3aJI€KHO BiJ
piBHSA iX 3apobiTHOT MIaTH
Figure 2. Employees’ satisfaction at obtaining monetary remuneration depending on level of
wages
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HeszBaxkatoun Ha Te, mwo 60,2% mnpauiBHUKIB OTPUMYBAJIM MO3UTHBHI €MOLi Bii TPOLIOBUX
BUHAropoJ, pe3yJibTaTh OMUTYBaHHS MOKAa3ylOTb, 1O LS 3aI0BOJICHICTb MPAKTUYHO HE 3aJIeKUTh Bif
piBHS 3apO0ITHOT M1aTH, Ky BOHH OTPUMYIOTb.

10

KiNbKiCTb 3a00BONIeHUX
npauiBHUKIB, Yon.
o
L

1 2 3 4 5 6 7

po3Mmip 3apnnaTtu NpauiBHUKIB, TUC.TPH.

Pucynok 3. 3a710BOJICHICTh MPALIIBHUKIB MIPX OTPUMAHHI HEMPOLIOBOT BUHATOPOJIH 3aJI€IKHO
Bifl piBHS X 3apo0iTHOT MnaTu
Figure 3. Employees’ satisfaction at obtaining non-monetary remuneration depending
on level of wages

VY Tol ke wac MM OaunMo OJM3bKY 1O JIHIMHOI 3aJIeKHICTh MK piBHEM OTPUMYBaHOI
3apo0iTHOT IaTH i HErpOLIOBOIO BMHAroponoto. YuM Oinblumii po3aMmip 3apoOiTHOI MiaTh OTpUMYE
NpaliBHUK, TUM OiNblle BiH OI[iHIOE 3HAYYILIICTh HErpoIlNoBOi (OPMHU MOTHBALl, IO JOJATKOBO
CBIZIUUTH MPO HeeEeKTUBHICTh iCHYIOUOI CHCTEMH MOTHBAIlil Mpaili B MOPCHKOMY TOPTOBEJIbHOMY
nopty «tO>kHuil» 1 HecnipaBeIMBe HEJOOLIHIOBaHHS POJIi HErPOLIOBOT MOTHBALL.

Oco06nMBe 3Ha4eHHS B POOOTI MPHUIIIEHO IOCTIKEHHIO 3aCTOCYBaHHS B MOPCHKOMY
MiANPUEMCTBI HErpomoBoi GopMHu CTHUMYITIOBaHHA mparlli. EkcriepTHa oriHka 3 orpumanHs 10 BuaiB
HErpoLIOBUX BUHATOPOJ MpaliBHUKAMHU MOPTY 3a MiBPiYHUN TEPMiH Mac BU3HAYCHUH PO3MOALN, KUK
Hazae 6araTo po3IyMiB LIOA0 CTUMYJIIOIOUMX MPHUKIIAAIB, i HABeAECHA Ha puC.4.
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BuAan HErpoOLLOBUX BUHAropog,
PﬂcyHOK 4. Ilutoma Bara MnpauiBHUKIB, K1 OTPUMAaJIK 32 OCTaHH1

6 MicsLiB HErpoLIOBi BAHATOPOAU
Figure 4. The share of workers who have received non-monetary remuneration
over the last 6 months

Jlnwe 15,5% npauiBHUKIB OTpUMYBaJIM BiJl KepiBHULTBA TaKWH MpOCTH i 0e3010mKeTHUI

BUJI BUHATOPOJM, SIK MoxBaiy, a 7,8% — noasky. [HIIi BUAM BUHATOPOJ MaJiM IIE HIKYE 3HAYCHHS.
3BiJICH He IMBHUMHU € Ti €MOIIiT Ta BpaKeHHS, SIKi 3aJIMIIWIN Y TIPAlliBHUKIB LI BUHaropoau. B ankerax
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KiJIbKa TpalliBHUKIB, 110 OTPUMAJM BIAryJdH, Hydkud rpadik pobotu Ta mpoiuuim mpodeciiine
HaBYaHHS, BKa3aJly, 110 Lie BUKJIMKAJIO y HUX 00pa3y. B iHIMX BUnagkax npauiBHUKaM OyJio MPUEMHO
OTPUMATH TIO3UTHBHY OIIIHKY iX po0OTH 3 OOKYy KepiBHMILITBA MiJANPUEMCTBA 1 CTPYKTYpHOTO
nipo3iny.

OkpeMoi yBaru 3aciiyroBye JOCHIDKeHHs NMUTaHHS 3aCTOCYBaHHS Pi3HUX BHIIB JEMOTHBAIIII.
Y MopcbkoMy ToproeesibHOMY Topty «tOxHuit» 16,5% mpauiBHUKIB MOKa3aid, LIO BiIHOCHO HHMX
3aCTOCOBYBAJIUCS «MOKapaHHA», 3 HUX 1 13,6% npauiBHUKIB — IPOLIOBI «MOKapaHHS» Y BUIIIALI
no30aBJIeHHs npeMii, siKa, sIK BKa3yBaJIoCs BHILE, CIUIAYYEThCS Maike BCIM MpalliBHUKAM i peryispHoO.
B Toli e vac Ginbiricte npaiiBHUKiB (50,5%) Bka3zanga Ha JOLIBHICTh JIEMOTHBALIIHHUX MiIXOJIB
(puc.5).
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Pucynok 5. JlymMka npaiiiBHUKIB 00 JOLIJIBHOCTI 3aCTOCYBaHHS JEeMOTHBALIHHUX (DakTOpiB
Figure 5. Workers’ opinion about the usefulness of demotivation factors

SIK TOSICHEHHS TOYKM 30py MIOAO IOLUIBHOCTI 3aCTOCYBaHHS IEMOTHBATOPIB MpaLliBHUKH
BKa3yBaJIH, 10 L€ CIPUSATUME MOCHICHHIO TUCLMITUTIHN Ta MiBUIIEHHIO IX BiAMOBIAAIBHOCTI 3a CBOIO
poboty. LlikaBum € dakt, wo 3 14 npauiBHMKIB, SKUX Mo30aBWIM mpemii y MuHYJoMmy poui, 13
BKa3aJId Ha JIOLUIBHICT 3aCTOCYBaHHsS MNpakTHKM aeMoTuBauil. Lle cBimuuTh mpo ycBimomieHHs
MpaliBHUKAMK CBOET MOBEIIHKY i BiTHOLICHHS O POOOTH.

BucHOBKH. AHaji3 cTaHy CTHUMYJIIOBAaHHS TEPCOHAy MOPCBKOTO TOPrOBEIBHOTO TOPTY
MOKa3ye CYTTEBWI BIUTMB Ha pe3yJbTaTH Mpalli CHiBBiIHOIMIEHHA (PIHAHCOBMX Ta HETPOIIOBHX
YUHHUKIB OLIIHKK TPYAOBOI disjibHOCTI. PedopMyBaHHS cucTeMU omnatv i CTUMYJIOBAHHS Mpalli
MOBUHHO 3/11CHIOBATHCS LIUTSIXOM TPOBE/ICHHS TAKMX 3aXOJIiB:

- 3anpoBajkeHHs 00 ’€KTMBHUX 3aXOMiB 3 arecTalii MepcoHaly BiAMOBIAHO 00 3aKoHY
VYkpainu «IIpo mpodeciiiHuii po3BUTOK MpaLliBHUKIBY;

- YIOCKOHAJICHHS KOJISKTMBHO-JOTOBIPHOTO PEryJIlOBaHHS OIUIaTH Tpaui 3 3abe3neueHHsIM
O1bIIOT IEBOCTI raly3eBUX YroJ;

- YNOpsIKYBaHHS OIUIaTH Tpalli MepcoHalTy LUIIXOM BCTAHOBJICHHS ONTUMAJbHOI

- 000B’SI3KOBOT0O BpaxyBaHHS TPYAOBOI aKTMBHOCTI MPALFOFOUMX BCTAHOBJICHOK CYYacHOIO
ABTOMAaTH30BaHOIO CHCTEMOIO KOMIT FOTEPHOT iarHOCTUKH;

- po3po0iieHHs Ai0YOTo TMOJOKEHHS TPO 3aCTOCYBAaHHS IIHUPOKOTO CIEKTpa HErpoIIoBHX
YUHHUKIB MOTHUBAL].

Conclusions. The analysis of state of motivation for the commercial sea port staff shows a
significant effect on the results of the work effectiveness of financial and non-monetary factors work
evaluation. Reforming of the benefit and motivation system should be made through the following
measures:

- the introduction of objective measures of personnel certification in accordance with the Law
of Ukraine "On the professional development of employees ";

- improvement through collective agreements regulating wages and providing greater
efficiency sectoral agreements;
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- regulation of salaries by an optimal differentiation of their salary according to monthly
indicators;

- mandatory consideration of workers’ labor activity based on modern automated system of
computer diagnostics;

- developing existing provisions for the implementation of a wide range of non-monetary
factors of motivation.
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