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Abstract. The article considers current directions for improving of activity efficiency of modern
enterprises and organizations due to the formation of a new motivational paradigm. The purpose of
article is research and economic substantiation of the possibility improving the economic condition
of enterprises in the transport and foreign transport (commercial) sector due to the formation and
improvement of a new motivational paradigm. Research methodology involves the use of the
following general scientific methods: empirical research (comparison, observation); theoretical
research (ascending from the abstract to the concrete); general scientific methods (abstraction and
concretization, analysis and synthesis, induction and deduction, analogy), etc. The relevance of the
solution to the scientific problem defined in the article is that in the conditions of modern socio-
economic formation, increasing requirements for the modern enterprises efficiency and
competitiveness, limited funds, enterprises are required to improve productivity and employees
motivation, maximum involvement their potential for production activity. The research results are as
follows: indicators of monitoring the state of new motivational paradigm of enterprises and
organizations of the commercial and non-commercial sector of national economy are determined,
which reflect the market potential of such enterprises, taking into account the demands of modern
socio-economic formation, in harmonization conditions of key directions of activity of the main
industries of Ukrainian national economy to the world economic formations. The originality and
practical value of the research lies in the fact that the article systematizes the key indicators of the
new motivational paradigm, which precisely take into account the peculiarities of modern socio-
economic formation. The conclusions of the study are as follows: it is substantiated and revealed that
the research and formation of a new motivational paradigm, taking into account the peculiarities of
modern socio-economic formation, will allow improving the economic condition of enterprises with
minimal expenditure of resources, their competitiveness through increasing the interest of workers in
the final result and saturation of production process with meaningful work.

Keywords: motivational paradigm; personnel of the organization; improvement of personnel
potential; socio-economic formation; efficiency of enterprises activity; prime cost; competitiveness
of enterprises; development.
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3 YPAXYBAHHSIM OCOBJIMBOCTEH cquqHOi
COLIAJBHO-EKOHOMIYHOI ®OPMAIIIL

Yepnos, /1. M., Uepnora, H. C. ®opmyBaHHs HOBOi MOTHBAILIHOI MapaJurMu 3 ypaxyBaHHIM
0COOJIMBOCTEH Cy4acHOI COIianbHO-eKOHOMIYHOT (opMmarii. BicHux coyianbHO-eKOHOMIYHUX
docnioxcensv : 30. Hayk. mpanb. Omeca : OmechbKuil HaliOHATHHUN E€KOHOMIYHHH YHIBEPCHTET.
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Anomauia. Y cmammi po3ensaHymo aKmyanvHi HanpsaMKU NOKPAWEeHHs eqheKmueHocmi OisibHOCmi
CYYACHUX NIONPUEMCING MA OP2aHI3ayiil 3a PAXyHOK (POPMYBAHHS HOB0T MOMUBAYIUHOI napaduemu.
Memoro cmammi € OocniddceHHs mMa eKOHOMIuHe OOIDYHMYBAHH MONCIUBOCTI NOKPAUJEHHS.
EeKOHOMIYHO20 ~ CMAHy  RIONPUEMCME  MPAHCHNOPMHO20 — MA  308HIUHbOMPAHCHOPHHOO
(KoMepyiiiHo20) CeKxmopy 3a PAaxyHOK (DOPMY6anHsi ma 60OCKOHANEHHST HOB0I MOMUSAYIUHOT
napaouemu. Memoodonozis 00cnioxiceHHss nepeddavac GUKOPUCMANHA MAKUX 3A2aTbHOHAYKOBUX
Memooig: eMnipuyH020 00CHIONHCEHHS (NOPIBHAHMS, CHOCMEPENCEHHS); MEOPEMUYHO20 OOCTIONCEHHS
(cxo0oicenns 8i0 abcmpakmHuo2o 00 KOHKPEMHO20), 342ANbHOHAYKOBUX Memooie (abcmpazysanis i
KOHKpemu3ayis, awaniz ma cummes, HOYKYis ma O0eOYKyis, auanozis) ma iH. AxmyanvHicmo
BUpieH sl HAYKOBOI NpobaeMuU, Wo 8U3HAYEHA Y CIMAammi, NOA2AE 8 MOMY, WO 8 YMOBAX CYYACHOT
COYIanbHO-eKOHOMIYHOT  hopmayil, niosuLyeHHs sumoz 00 epexmusnocmi  ma
KOHKYPEHMOCAPOMONCHOCME  CYUACHUX NIONPUEMCING, 0OMENCeHUX KOowimig, 00 NiONpUEMCMS
npeo aeIAIOmMbCa  6UMOSU  W000 — NOKPAWEHHS  NPOOYKMUBHOCMI — md — 6MOMUBOBAHOCMI
CNiBPOOIMHUKIG, MAKCUMATbHE 3ATYYeHHs IX nomeHyiany 0o eupobHuuoi disnorocmi. Pesynomamu
00CNIOJNCEHHsT HACMYNHI: BUSHAYEHO MNOKA3HUKU MOHIMOPUHEY CMAHY HOB0I MOMUBAYIUHOL
napaduemu  NIONPUEMCME MA  OPSAHI3aYill  KOMepYIiHO20 MA  HEeKOMEPYIUHO20 — CeKmopy
HaYIOHALHOI eKOHOMIKU, WO GI003ePKAIOIOMb PUHKOBUL NOMEHYIan MAaKux NiONpUEMcmes 3
VPAXYBaAHHAM 3ANUMIE CYHUACHOT COYIANbHO-eKOHOMIYHOI hopMmayii, 8 YMOBAX eapMoHI3ayii KIIOU08UX
Hanpsamis OisibHOCMI OCHOBHUX 2aTy3ell HAYIOHATLHOT eKOHOMIKU YKpaiuu 00 c8imogoi eKoHOMIUHOT
Gopmayii. Opucinanbricms i NPAKMUYHA YIHHICMb OOCTIONCEHHSL NOJSI2AE 8 MOMY, WO Y CIAmmi
CUCMeMAMU308aHO KIIOYOBI NOKA3HUKU HOB0I MOMUBAYIUHOI napaouemu, SAKi 8paxosyioms
0cobueocmi  cyuacHoi  coyianbHo-ekoHOMIuHOT hopmayii. Bucnosku 0ocniodicenns HACMYNHi:
00IPYHMOBAHO MA PO3KPUMO, WO OOCTIONCEHHs. MdA (POPMYEAHHS HOBOT MOMUBAYILIHOL napaduemu 3
VPAXyBaHHsAM — 0CODIUBOCMEN  CYHACHOI  COYIANbHO-eKOHOMIYHOT  hopmayii  dozeonums 3
MIHIMAIbHUMY — 8UMPAMAMU  PeCcypcié  NOKpAWUMU — eKOHOMIYHULL CMAaH — NnionpuemMcms, —ix
KOHKYPEHMOCAPOMOICHICMb ~ Yepe3  NIOSUUeHHs.  3ayiKAGIeHOCMI  POOIMHUKIG 6  KiHYe8oMy
pe3yIbmami ma HACUYEHICTI0 8UPOOHUY020 NPOYECY 6HYMPIUIHbOIMICIOBHOIO NPAYE.

Knwuosi cnosa: momusayiiina napaouema; nepconan opeawizayii; 800CKOHANEHHS KAOPOBO2O

nomenyiany;, CoyiaibHO-eKOHOMIYHA Gopmayisn; epexmusHicms OiAbHOCMI  NIONPUEMCIE,
cobisapmicmy; KOHKYPEHMOCHPOMOICHICMb NIONPUEMCNG; PO3BUMOK.
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1. Introduction

A new approach to the formation of a motivational paradigm began to take shape at the
end of the 90s of the last century as a legacy of the general political economy of socialism
[1; 2; 3].

The key theoretical position of new approaches to the formation of a motivational
paradigm in a business organization is the recognition of the economic usefulness and
professional value of personnel potential, the development and development of which
requires investments, like other types of economic resources of the organization [4].

The current stage of development of management thought and economic formation in
Ukraine is characterized not only by a shortage of qualified management personnel, but
also by the fact that priority is losing importance in the field of personnel motivation. In
the case of radical economic reform, it is necessary to increase the number of trained,
competent personnel capable of working in changing conditions.

The ineffectiveness of the current system of personnel motivation during the transition
period to a market-type economy necessitated the development of a program at the state
level, the purpose of which was to create a new level of personnel motivation. The
implementation of such a program should become a kind of “motivational policy for a
market economy in Ukraine.”

2. Aim and methodology of research

The change in the location and role of personnel in the organization led to such a rapid
evolution of personnel work. Instead of a “boss-subordinate” relationship, a single team is
formed, where the main methods of influence are support and trust in team members. It is
about the transition to the management style of the current century — “participatory” or
participative-cooperative style of personnel motivation. Solving problems becomes the
task not only of the manager, but also of subordinates. Employees “work together with
the manager,” are increasingly involved in training and the formation of motivational
criteria and the apparatus of actual needs [5; 6].

The goals of this article are the desire to form a new system of views on the modern
management process in the organization, which meets the needs of the economic
development of our country. Also, the basis of any motivation model is a value apparatus
that is relevant to the employees of the enterprise. Therefore, it is necessary to develop a
motivational paradigm that, based on the values that are relevant to members of the
organization, makes it possible to encourage employees to increase their interest in both
the process and the result of work activity.

3. Literature review, shortcomings and problem statement

Such conditions change the requirements for both managers and their subordinates [7; 8].
More and more attention is paid to employees who are ready to take on additional
responsibility, initiative and are able to work not only within the framework of orders.
The value of employees is determined by their interest in the prosperity of the company,
as their personal goal. N. Hutsulyak calls such employees “humanistic” [9, p. 113].
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Personnel management in the 21% century requires the integration of personnel
management and motivational apparatus into the organization’s strategy. Combining the
strategy of personnel motivation and the strategy of the organization becomes the most
important task of personnel managers.

According to some authors [10; 11; 12], it is actually about the need for strategic
motivation of personnel. In this regard, the rejection of the “boss-subordinate”
relationship and formation of the “leader-subordinate” relationship are expected.

The emergence of practitioners’ need for a new approach to personnel management
necessitated the work of theorists in the field of motivation. At the end of the 20™ century,
an employee is considered not just a position in the staffing schedule, but acts in the unity
of three interrelated components: work function, social relations and personality. People
are considered as a key resource, as a social value, the expediency of a strategic,
investment approach to the formation, use, development of people in the organization is
substantiated, similar to other types of resources.

The concept of personnel motivation, which is based on personnel management, primarily
as human resources, and provides a system of personnel motivation based on the
accounting of internal and external factors, received wide practical approval and scientific
recognition. It is focused on personnel as a strategic resource of the enterprise, which
involves solving problems by line and functional personnel of the enterprise.

The authors emphasized that personnel management is a field that is constantly changing;
therefore, the manager’s response to changing conditions should be immediate.

4. The main material research

Today, the management paradigm is changing, the terms “motivation”, “personnel” and
“personnel potential” are becoming synonymous. Analyzing the evolution of approaches
to personnel management, it should be noted that approaches to personnel management
change when all the company’s resources are used inefficiently and its competitiveness
decreases. As a result of changes in the external and internal conditions of the functioning
of enterprises, there is a need for a theoretical understanding of current changes, which
inevitably leads to the development of new approaches to the management of the
enterprise’s production resources [7; 8].

Among scientists and specialists, there is a strong opinion about the need for long-term
planning, including both economic and organizational planning. A key role in long-term
planning is played by the development of personnel motivation methods. Such an opinion
is incompatible with market mechanisms and principles [13].

In the modern interpretation, personnel motivation is a set of logically related actions
aimed at optimizing the company’s labor resources in terms of their activity, qualitative
and quantitative characteristics, with the aim of rationally achieving the goals set for the
organization.

At the current stage, the main goal of the personnel motivation system is the mobilization
of labor resources for the optimization of production factors, the involvement of the able-
bodied population in the transformation of society, the provision of competent and
proactive personnel at all levels: state entities of social work management.

In this regard, personnel management is one of the areas of activity of subjects of a
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market economy, economic subjects, which covers the development of organizational
principles for working with people, the formation of effective labor teams and the
rational, effective use of the personnel potential of employees, enterprises and the country
in as a whole All this is reflected in the social reform as a way of motivating personnel at
the state level.

Social reform can be understood as a set of measures invested in the implementation of a
social strategy aimed at all aspects of the life of our society and its members. Social
policy reform in the narrow sense is a set of measures invested in supporting low-income
families (households) and ensuring the development of the social and cultural sphere,
where the development of the non-commercial sector is a priority.

Thus, the social consequences of reform are expected, planned or unexpected, which
spontaneously arise as a result of economic, political and other transformations in society,
which affect the social relations of groups, communities and individuals.

Social consequences are divided according to the following qualifying features: First,
from the point of view of the development of the social system — into positive and
negative; secondly, according to the time of occurrence — into immediate and remote;
thirdly, in connection with the main direction of transformations — direct or indirect, etc.

Information sources analyzed during the implementation of social reform are
administrative statistics, results of sociological surveys.

Let’s consider in more detail the stages, technologies and process of social reform
organization.

Social reform occupies a significant place in the mechanism of satisfaction of almost all
types of human needs. It affects the monetary income of the population, the formation of
(collective) public resources, the production of social services, etc. However, the methods
and forms of specific actions used by her are differentiated depending on the features of
the objects mainly in three directions.

p align = “justify” > When reforming the social sphere, there are a number of restrictions
that can be combined into the following groups: the first — social restrictions associated
with the fact that a certain part of society is not ready for the proposed transformations;
the second — economic restrictions are related to the multifaceted goals of social policy
implementation, the simultaneous achievement of which is unlikely.

Ways to overcome social restrictions — from above (formation of the regulatory
framework and budget of social policy, which correspond to specific subjects and the
goals of its implementation) and from below (motivation for the formation of citizen
initiative, development of the initiative role of social policy objects, which forms a
positive perception of transformations).

Therefore, the social consequences of the reform affect not only the immediate object, but
also the most important public structures.

Thus, the reform turned into a multi-functional direction of public regulation. The sphere
of its direct or indirect influence extends not only to social, but also to political and
economic problems.

At the enterprise, the implementation of the reform must also have certain terms and
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stages. However, the stages and terms of implementation of transformations for each
specific enterprise are determined individually, based on the following parameters: the
current situation of the enterprise, the level of development, etc. It is appropriate to
distinguish at least two stages of the process.

The temporary period of the first stage is during the development of a new program for
reforming the organization. At this stage of the program’s operation, the company can be
classified as reformed. For the successful implementation of the reform program, the
enterprise at this stage must receive certain guarantees and benefits that allow the
successful implementation of the reform program. The entity that provides benefits and
guarantees is the state under whose patronage the reforming enterprise falls.

Forms of state support for reforming enterprises: tax breaks, preferential tax regimes, etc.;
state investments (subsidies, subsidies, etc.).

The main condition is that the interests of the state must take into account the interests
and expectations of society, as close as possible to the goals and interests of the
organization.

After the successful implementation of the first stage of reform, the enterprise is
recognized as reformed based on certain criteria. Selection and specification of evaluation
criteria individually for each specific case. The status of the reformed enterprise involves
the development of normative documents defining the new corporate status of the
enterprise.

When reforming an organization under the patronage of the state, a necessary condition is
confirmation by the state of the expediency of the ways of reform chosen by this or that
organization and granting the organization the status of reformed. An objective necessity
is an assessment of the level of reform of a specific organization.

Evaluation procedures should be based on a system of quantitative and qualitative
indicators of the state of the enterprise and their dynamics, which reflect: the production,
innovation and reproduction state of the enterprise in relation to other organizations of a
related type; the dynamics of financial and economic indicators of the enterprise during
the reform period or at its individual stages; the level of social development of the
enterprise, in particular the fulfillment of labor contracts, obligations to the owners of
securities, the degree of social partnership for the enterprise; enterprise management
system taking into account key aspects: organizational and legal form, structure,
accounting policy and other aspects.

In order to evaluate the listed indicators, it is necessary to compare them with the values
of the same indicators with other enterprises operating in that market, industry, which
produce similar products, services, etc. Within the limits of railway transport, the
evaluation of indicators involves a wide monitoring of branch reforming in those of
foreign experience [14].

Evaluation of the reform program is a procedure designed for quantitative or qualitative
measurement of direct results, effects and long-term consequences of the implementation
of the reform program. Evaluation research is guided by economic, social, political
methods according to standards adopted by evaluation companies. The main evaluation
tasks: modeling of possible results, direct and indirect effects, consequences of the
implementation of the reform program (temporary period — at the stage of development of
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the adoption of the reform program); formation of a return channel of information
(i.e. “accompanying studies™); monitoring of program operation results; evaluation of the
results of program implementation (to what extent the obtained result is related to the
implementation of the reform program); providing information for further state support
for the implementation of this program.

Evaluation is a continuous process that begins from the moment of the idea of carrying
out a reform, the creation of a reform program, accompanies it at all stages of the
formation and functioning of the reform program, the final stage of which is the
completion of the program itself — for one-time programs, for continuous programs when
the intended goals are achieved.

5. Research results

The practical stages of evaluating the new motivational paradigm, taking into account the
features of the modern socio-economic formation, can be as follows: 1) setting the goals
of the evaluation; 2) clarify the object of the assessment, the conditions of its conduct and
the setting of the question; 3) make a research plan and methodology; 4) collect, enter and
measure relevant data; 5) draw conclusions and interpret them; 6) preparation of the
preliminary version of the report; 7) prepare the final version of the report with proposals
for the application of the assessment results.

Methods of evaluating the new motivational paradigm taking into account the features of
the modern socio-economic formation: conducting expert and in-depth interviews;
conducting surveys; statistical studies; cost/benefit analysis; econometric approaches;
analysis of documentation, in particular financial.

The analysis of the practice of evaluating the new motivational paradigm, taking into
account the features of the modern socio-economic formation and the consequences of
the reforms, made it possible to identify the following methodological problems of
analyzing their impact on the efficiency of the use of the company’s personnel: definition
of goals: as a result of the fact that reform measures are carried out, as a rule,
comprehensively, exerting influence on different components of the reforming object, the
goals of these components may differ; translation of goals into measurable indicators
(especially in terms of social consequences); obtaining reliable empirical data for
describing labor indicators: the more significant the indicator, the more difficult it is to
obtain calculated output data for its quantitative assessment; prediction of indirect results

The assessment there now is that the industry has developed in a growing market. It is
possible to distinguish the main stages of the evolution of the process of evaluating the
consequences of reforms: the first stage refers to the middle of the 20" century — the
priority direction of the evaluation was the evaluation of national programs; after a
quarter of a century — the second stage — during the period of evaluation, it became
necessary, as physical evidence, to reduce public expenditures; the third stage — the end
of the 20" century — is associated with a variety of administrative reforms, as a result of
which the assessment was fixed at the legislative level.

The development of the assessment of the new motivational paradigm, taking into
account the features of the modern socio-economic formation and the consequences of
actions regarding the optimization of motivational programs, dates back to the end of the
20™ century and is connected with the development of the non-commercial sector. Along
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with the development of evaluation in the commercial and corporate sectors, there is also
the development of evaluation in the public sector.

It is obvious that the motivational reform is a dynamic development of transformations
that will actively influence social relations and, moreover, will form new social relations
in the field of railway transport. Thus, social relations existing at some point in time will
objectively be subject to changes due to their aging, and new ones will not be regulated
by law.

6. Conclusions
The following conclusions can be reached on the basis of the conducted research.

The effectiveness of the use of personnel resources is a comprehensive reflection of the
final results of the use of economic resources for a certain period of time to ensure the
development of both the production potential directly and the enterprise as a whole on the
basis of investment and innovation activities, which is a functional part of the production
potential structure, which ensures and characterizes the orientation towards development
Reforming the production potential, taking into account the new motivational paradigm,
consists in institutional transformations, changing the form of ownership, while reforming
the labor force consists in the need to understand the transformation. This interrelation of
these types of resources causes difficulties in the implementation of the motivational
reform.

As directions for further research, we can consider the possibility of implementing a new
motivational paradigm in relation to specific sectors of the economy. Since each area of
professional activity has its own specific management elements.
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