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Summary. Introduction. The innovative activities of construction enterprises are becoming increasingly important. All inno-
vations primarily depend on the people who develop, implement, and disseminate these ideas. In this regard, there is a need
to carefully consider the provision of proper working conditions and the use of effective principles for motivating personnel, as
these are crucial for the successful implementation of innovations.

The results of personnel performance directly impact the success of the enterprise, especially during the implementation of
innovations. Human resource management departments must take into account the best personal and professional qualities of
employees, their knowledge, qualifications, skills, intuition, and creative approach to ensure effective motivation. It is important
for each employee to understand the value of their contribution to the collective work, feeling significant not only for achieving
their personal goals but also for the strategic objectives of the entire organization.

This awareness fosters responsibility, engagement, and enhances productivity, particularly during the implementation of
innovative solutions. It creates a sense of belonging to the company’s shared mission among employees and ensures a sustain-
able drive towards achieving high results.

Objective. The aim of the research is to develop a conceptual model for managing employee motivation in the context of
innovative activities within construction enterprises.

Materials and Methods. The materials for this research include the works of domestic and foreign authors engaged in scien-
tific and practical studies in the field of human resource management, particularly concerning innovative methods of employee
motivation.

In conducting the research, the following scientific methods were applied: theoretical generalization and grouping to identify
the characteristics of human resource management in innovative enterprises; analysis and synthesis to determine the specifics
of human resource management; theoretical generalization for studying and systematizing theoretical approaches to the re-
searched problem; and logical generalization of results to formulate conclusions.

Results. The scientific article examines key aspects that must be considered for a comprehensive evaluation of the work of
employees in construction enterprises. It identifies the main tasks of human resource management for companies producing
complex and specialized products. The essential steps to enhance the efficiency of construction enterprises are clarified. The
characteristics of human resource management in innovative enterprises are outlined. A conceptual model for managing em-
ployee motivation in the context of innovative activity within construction enterprises is proposed, aiming to optimize two key
aspects influencing their operations: the interests of the enterprise as an economic entity and the interests of employees as
potential consumers of the products.

Information about employee compensation costs, their composition, structure, and distribution effectiveness plays a signifi-
cant role for enterprise management, as it can reveal potentially harmful incentives for compensation risk strategies in employee
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remuneration, guide the use of funds for indirect compensation, and identify operational deviations that may subsequently
impact management decision-making.

Prospects. The widespread implementation of the innovative approach proposed in this study could lead to an increase in
demand and purchasing power among the population, as wages rise. This, in turn, would contribute to higher sales volumes,
gross income, and overall profitability of enterprises. The growth in sales is based on enhanced innovative activity among em-
ployees, which ensures better product quality and reduced production costs, ultimately allowing for price reductions.

Key words: motivation, personnel, grading system, human resource management, innovative activities, construction enterprise.

AHoTauif. BCTyn. IHHOBAUifHA GisIbHICTb OygiBebHIX NigNPUEMCTB CTAE gegasi BAXMBILLOK. BCi HOBOBBegeHHS Hacamnepey
3a/1eXXaTb Big /It0geit, iki po3po0IsoTh, BIPOBAGXKYIOTb TA MOLUMPIOIOTD Ui igei. Y 383Ky 3 UMM BUHUKAE HEOOXIGHICTb peTesibHO
p032/159gaTi NMTAHHS 3a0e3neyeHHs HalexHUX yMOB NpaLi Ta BUKOPUCTAHHS epeKTMBHUX MPUHLMMIB MOTMBALi nepcoHany,
OCKI/IbKM Came BOHM CrIPUAIOTb YCMILLHINA peani3alii iHHOBALIA.

Pe3y/nbTati gisiIbHOCTI MepcoHany be3nocepegHbo BIVIMBAIOTb HA YCNiX MignpUEMCTBA, 0COONMBO Y MPOoLieci BAPOBAGXKeEHHs
iHHOBAWif. Cy>x6u 3 ynpaBiHHs NepcoHaI0M MOBUHHI BPAXOBYBATH HAVKPALLi 0COOMCTI Ta npogeciviHi SKOCTi CriBpoBITHMKIB,
iXHIi 3HaHHS1, KBanigikavito, HaBWMYKK, IHTYiLlil0 Ta TBOPYMIA nigxig g/1s 3abe3nedeHHs epekTMBHOI MOTMBALi. BaxnBo, 100 KoxeH
MPaviBH1K PO3YMIB LiiHHICTb CBO20 BHECKY y CriibHy poboTy, BiguyBaB cebe BaXJ/mMB1M Gsl OCASHEHHS! He /niLe CBOIX 0COOMCTIX
Linev, a i cTpateiyHmx Linen BCcbo2o NigrnpuemMCcTaa.

Taka ycBigoMeHICTb CTUMYJIIOE BigNOBIGAbHICTb, 3a1Y4EHICTb i MigBULLYE NPOGYKTUBHICTb, 0COBMBO Nig YaC BNPOBAGXKEH-
HS1 IHHOBAWiiHMX pilleHb. Lie popmye y criBpobITHUKIB MOYYTTS MPUYETHOCTI go CriibHOI Micii KoMnaHii Ta 3abe3neyye CTivike
NPa2HeHHs go goca2HeHHs BUCOKMUX Pe3y/bTaTiB.

MeTa. MeToio gocnigxeHHs € po3pobKa KOHLENTYanbHOI Mogesi YIpaBaiHHA MOTUBALIEIO MePCOHAY B YMOBAX iHHOBAL|iFHOT
gisibHOCTI OygiBeNbHO20 MignPUEMCTBA

Marepianu i meTogn. MaTepianamu gociigxkeHHs Cy2yoTb Npavi BITYN3HAHMX Ta 3apyOikHMX aBTOPIB, SKi 3aiMaroTbcs
HAYKOBO-MPAKTUYHUMM GOCIGKEHHAMM B 2a/1y3i yNPABAIHHSA MepPCOHAIOM, 30Kpema CTOCOBHO iHHOBALIMHMX MeTogiB MOTMBALi
NpaviBHUKIB.

Y npoueci npoBegeHHs goCaigkeHHs Oy 3aCTOCOBAHI TaKi HAOyKOBI MeTOgu: TeOPeTUYHE y3a2a/IbHeHHS Ta 2Py MyBaHHs
g/151 BU3HA4eHHs1 0COOMBOCTel yrpaB/iHHA NePCOHANIOM HA IHHOBALiMHMX MiGNPUEMCTBAX; QHANI3 T4 CMHTe3 g/l BUSBIEHHS
cneungiku ynpasiHHS NepcoHaIOM; TeOPETUYHE Y3a2albHeHHs /1Sl BABYEHHS! Ta CUCTeMaTu3alii TeopeTMyHmx nigxogis go
gocnigxyBaHoi npob/iemu, a TAKOX 102i4He y3a2aibHeHHS! pe3ynbTaTiB /151 POPMY/IOBAHHS BUCHOBKIB.

Pe3ynbTati. Y HayKoBIli CTATTi po32/1IHYTO K/IIOYOBI CMEKTH, ki Tpeba BpaxoByBATH gAs MOBHOLIIHHOI OLiHKM NpaLi npaLiBHMKIB
OygiBe/ibHNX Migrnp1eEMCTB. BU3HA4eHO K/K040Bi 3aBgAHHS ynpaBiHHS NepCOHANOM sl MignpUEMCTB, sIKi BUPOO/ISIIOTb CKIAgHY
Ta cneyndiyHy NpogykLito. 3’'9COBAHO OCHOBHI KPOKM GJisl MigBULLEeHHS eeKTMBHOCTI gisiibHOCTi bygiBesibHO20 NignpueMCTBA.
Bu3HaueHo ocobnmMBOCTI ynpaB/liHHS NePCOHANIOM HA iHHOBALIMHMX NIGNPUEMCTBAX. 3aNPONOHOBAHO KOHLENTYa/bHY MOge/b
YNPABAIHHA MOTUBALIEIO MEPCOHAY B yMOBAX IHHOBALiMHOI gisiIbHOCTI OygiBebHO20 MignpUEMCTBA, KA MOBMHHA OMTUMI3yBATH
gBA K/IIOYOBI ACNEKTY BIANBY HA H020 GiSIbHICTb: iHTepecu MignpueMCTBA SIK 20CN0gapCbko20 00'EKTa Ta iHTepecy NpavyiBHUKIB
AK MOTeHUIMHNUX COXMUBAYIB NPOGYKLil.

IHpopmavisi Mpo BUTPATM HA BUHA20POGY NPALIBHUKIB, iIXHi¥ CKAAg, CTPYKTYPY Ta ePeKTUBHICTb po3noginy Bigispae Bazome
MicLie g/is MeHeg>XXMeHTY MignpUEMCTBA, OCKIIbKM MOe BUSIBUTH NOTEHLINHO Hebe3neqHi CTuMyn gas cTpaTeziii KoMmeHca-
LifiHo20 pU3nKy y cepi BUHA20pogu NpauiBHUKIB, BUKOPUCTAHHS KOLUTIB /151 HenpsiMoi KoMneHcauii, BUSIBUTY onepaviiiHi
BIgXMIeHHS, sIKi B OGaA/IbLIOMY BIIMBATUMYTb HA MPUAHATTS YNPABAIHCbKMX PillieHb.

[MepcnexTiBu. BripoBag»xeHHs 3ampornoHOBAHO20 y GOCTIgMEHHI iHHOBALIHO20 MigXogy y WMPOKOMY MACLUTADI MOXe Mpy-
3BeCTU O 3pOCTAHHS MOMUTY Ta KyniBeabHOI CIPOMOXXHOCTi HaCe/leHHsl, OCKiIbKu NigBMLLYETbCS 3apobiTHa naarta. Le, B cBok
yepay, cripusiTume 30i/1blUeHHI0 00CsI2iB NPOJaXIB, BA0BO20 gOXOGY TA 302a/IbHOI IPMOYTKOBOCTI MignpueMCTB. 3pOCTAHHS
npogaxiB 6A3yeTbCs HA NIGBMLLEHHI iHHOBALiHOT KTUBHOCTI MPALBHUKIB, 110 3abe3neyye BULLY SKICTb NPOGYKLIi T 3HWKEHHS
ii cobiBapTOCTI, 14O GO3BOASE 320GOM 3HU3UTU LiiHY.

Knto4oBi cnosa: MoTuBauis, nepcoHan, cuctema 2peiigis, ynpasiHHs MepCoHAIOM, iIHHOBALIMHA gisiIbHICTb, OygiBenbHe
nignpueMCTBO.

The performance of personnel directly impacts

Problem statement. The innovative activities of
the success of the enterprise, especially during the

construction enterprises are becoming increas-

ingly important. All innovations primarily depend on
the people who develop, implement, and disseminate
these ideas. In this regard, there is a need to carefully
consider the provision of proper working conditions and
the use of effective principles of personnel motivation,
as they are crucial for the successful implementation
of innovations.
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implementation of innovations. Human resources
departments should consider the best personal and
professional qualities of employees, including their
knowledge, qualifications, skills, intuition, and cre-
ative approaches to ensure effective motivation. It is
important for each employee to understand the value
of their contribution to the collective effort and to feel
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significant not only in achieving their personal goals
but also in meeting the strategic objectives of the en-
tire enterprise.

This awareness stimulates responsibility, engage-
ment, and enhances productivity, particularly during
the implementation of innovative solutions. It fosters
a sense of belonging among employees to the company’s
shared mission and ensures a sustained drive towards
achieving high results.

Analysis of recent research and publications.
Numerous studies have been conducted on the develop-
ment of motivation theories and their practical applica-
tion in construction organizations. Particular attention
is given to foundational works by foreign scholars such
as H.Becker, F.Herzberg, J.K. Galbraith, P. Drucker,
A.Maslow, W. Ouchi, T. Peters, H. Simon, W. Thompson,
R.Waterman, H. Heckhausen, G. Schrage, J.Schum-
peter and others.

Research in the field of personnel management
and labor motivation has also been conducted by
domestic scholars, including L.V. Balabanova [1],
V.M. Danyuk [5], A. M. Kolot [2], O.V. Krushelnytska
[3], N.D. Lukyanchenko [4], O.V. Sardak [1], and oth-
ers. Thanks to the efforts of these and other authors,
many successful studies have brought motivation the-
ories closer to the realities of market organizations.

However, the potential of motivation theories and
their practical application in personnel management
remains underutilized. There is a need for econom-
ically and socially viable methods for implementing
innovative motivation techniques, which necessitates
further deepening and intensifying scientific devel-
opments in this area. Thus, the possibility and signif-
icance of an effective personnel management system
underscore the relevance of this topic.

The aim of the article is to develop a conceptu-
al model for managing personnel motivation in the
context of innovative activities within construction
enterprises.

Materials and methods. The materials for this
research include the works of domestic and foreign
authors engaged in scientific and practical studies in
the field of human resource management, particularly
concerning innovative methods of employee motivation.

In conducting the research, the following scientific
methods were applied: theoretical generalization and
grouping to identify the characteristics of human re-
source management in innovative enterprises; analysis
and synthesis to determine the specifics of human
resource management; theoretical generalization for
studying and systematizing theoretical approaches to
the researched problem; and logical generalization of
results to formulate conclusions.

Main Material. The formation of favorable con-
ditions for stimulating and activating innovative ac-
tivities in an enterprise largely depends on the or-
ganizational approaches to its implementation. For
a comprehensive assessment of the work of employees

in construction companies, the following key aspects

must be considered:

1. Production Aspect:

— Effectiveness and quality of task performance.

— Productivity of labor.

— Contribution to achieving set goals.

2. Creative Aspect:

— Intellectual activity.

— Ability to generate new ideas and solutions that
promote innovation.

— Critical thinking and the ability to adapt to new
conditions.

3. Social-Psychological Aspect:

— Level of job satisfaction.

— Psychological comfort within the team.

— Motivation for self-development and personal growth.

— Emotional stability.

4. Material Aspect:

— Monetary rewards that correspond to the employee’s
contribution.

— Incentivizing further effective work through financial
compensation.

These aspects are interconnected and together con-
tribute to the formation of a motivational environment
that enables construction companies to successfully
implement innovations.

The combination of these aspects allows for the
creation of a comprehensive evaluation system for work
that fosters the development of innovative activity and
employee motivation.

In many construction companies, a creative ap-
proach and job satisfaction are often lacking, which pos-
es a significant barrier to stimulating innovation. For
companies producing complex and specialized products,
it is essential to create conditions that encourage the
activation of these aspects. Managers need to under-
stand that each employee’s work is unique and requires
recognition, respect, and appropriate material rewards.

Key tasks should include:

— Activating Creative Potential: providing employees
with opportunities to demonstrate innovative and
creative abilities, even in production roles, by creat-
ing incentives for development and the generation
of new ideas.

— Fostering a Positive Attitude towards Work: cultivat-
ing a sense of responsibility, belonging to the overall
successes of the company, and ensuring comfortable
working conditions. This helps employees view their
work not just as a duty, but as an important part of
their personal development.

— Creating a Corporate Culture: building an envi-
ronment where the team operates on principles of
mutual respect, teamwork, and shared responsibility
for results. A supportive work atmosphere enables
employees to feel part of a common goal and work
together to achieve high outcomes.

These principles, supported by the experiences of
foreign companies, will contribute to the development
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of innovative activities and enhance the efficiency of

the organization’s operations.

To ensure the effectiveness of the organization’s
operations, it is important to identify key positions
that have the greatest impact on achieving strategic
goals. These positions include managerial, techni-
cal, and administrative roles that directly influence
production, financial, investment, and innovation
metrics.

The main steps to enhance effectiveness through
these positions include:

— Identification of Key Positions: determine the roles
that have the greatest impact on the organization’s
overall results. These may include department heads,
project managers, innovation specialists, or leading
engineers.

— Staff Selection: recruitment for key positions should
be based on a thorough analysis of competencies,
experience, and potential. Ideal candidates are those
who can drive improvements in efficiency across all
areas of the organization.

— Skill Development: to ensure ongoing development
and alignment with market challenges, it is crucial
to provide continuous training and development
opportunities for employees in key positions.

— Motivation and Rewards: to retain highly qualified
staff, it’s important to design an incentive system
that considers both financial and non-monetary
factors, such as career advancement, recognition
of achievements, and the creation of a comfortable
work environment.

The selection and development of suitable person-
nel in key positions can significantly enhance the effec-
tiveness of all aspects of the organization’s operations.

It is essential to identify the factors that directly in-
fluence the consciousness and productivity of employ-
ees in an innovative enterprise. This should include
various social and socio-psychological aspects, as well
as objective conditions and factors related to scientific
and technical, economic, and organizational elements.

Developing effective methods for employee motiva-
tion is one of the key tasks for modern construction
companies. The diversity of theoretical approaches
complicates the task for human resource management
leaders. The success of the incentive system, employee
satisfaction levels, and ultimately the financial and
economic indicators of the enterprise depend on the
correct selection of evaluation methods.

Among the practically useful methods for evaluat-
ing personnel, it is essential to highlight those based
on ranking positions according to the importance of
performed functions, qualifications, and the ability
for self-improvement. These methods have been suc-
cessfully utilized in many countries for quite some
time. However, as practice shows, mindlessly copying
foreign experiences without considering the training of
personnel, specific conditions, and existing traditions
can lead to negative consequences.
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For a long time, the salaries of employees in various
sectors of our country were determined based on cen-
tralized tariff scales or industry-specific pay schemes.
The salary range for managers and staff typically did
not exceed the average level for a specific position. This
formalized and standardized approach led to dispar-
ities in the wage system, primarily due to the lack of
internal logic in regulatory documents and the un-
timely revision of regulated indicators. The lag of our
economy behind the level of developed (and often even
developing) countries is also attributed to the absence
of effective incentive mechanisms, which affects both
individual specialists and enterprises or sectors.

Today, many enterprises in the non-state sector are
facing heightened challenges in developing a fair and
effective compensation system due to the introduction
of new positions that are not specified in regulatory
documents or classified as “specialists.” For instance,
in a planned economy, employees involved in purchas-
ing raw materials and components, as well as selling
finished products, did not need to make decisions about
selecting suppliers or stimulating sales — these issues
were handled by planning authorities. The sales de-
partments were tasked only with processing requests,
obtaining scarce products, and shipping finished goods
to designated addresses. In a market economy, the role
of the construction sector has significantly increased;
it is now responsible for ensuring the production of
resources of the necessary quality at acceptable prices
and increasing sales volumes. At the same time, ques-
tions arise about which group of specialists within the
tariff grid should include positions such as a human
resources manager or an analyst in this department.

Competition has forced enterprises to actively engage
in marketing. Today, experienced marketers, merchan-
disers, and supervisors are valued just as highly as
qualified technologists or designers, as their activities
directly impact the success and competitiveness of the
company. However, even this category of specialists often
cannot occupy leading positions in the salary hierarchy.
At the same time, the role of the finance department has
significantly increased; it now not only handles account-
ing but also actively manages the company’s assets.

These examples illustrate the complexity of cre-
ating an effective compensation model that satisfies
the interests of both the company and its employees.
Indeed, it is crucial to determine what salary ratio
among the mentioned specialists is fair. Who is more
valuable to the company? Is it possible to unify the sys-
tem to establish at least a baseline salary component?
Answers to these questions require detailed analysis,
taking into account the specifics of each role and their
contributions to the overall success of the enterprise.

Each enterprise seeks to answer these questions
independently, considering its strategic goals, industry
specifics, and regional labor market characteristics.
Often, the decisive factor is the subjective opinion of the
management. Moreover, with the reorganization of busi-



// International scientific journal «Internauka».
Series: «<Economic sciences» // N2 9 (89), vol. 2, 2024

// Management //

nesses and the creation of corporations and holdings,
the task of forming a unified corporate policy in the field
of labor motivation is becoming increasingly relevant.

In construction companies in Ukraine, all the afore-
mentioned problems arise. The diversity of areas of
activity can serve as a stabilizing factor in the context
of changing market conditions, but at the same time
creates difficulties related to the remuneration of em-
ployees working in different structural divisions.

When it comes to companies engaged in innovative
activities, it is essential to identify the specifics of per-
sonnel management in such organizations. (Fig. 1).

Considering all of the above, the conceptual model
of employee motivation management in the context
of innovative activities of a construction enterprise
should optimize two key aspects of its operations: the
interests of the enterprise as an economic entity and
the interests of employees as potential consumers of
the product (Fig. 2).

This approach is aimed at achieving the key goal
of increasing the efficiency of the enterprise’s opera-
tions. It is expected that the implementation of mod-
ern (innovative) methods of employee motivation will
encourage more active use of their knowledge, skills,
abilities, and talents in the production process, which,
in turn, will contribute to a higher level of innovation
implementation within the enterprise.

It is worth emphasizing that the proposed model
for managing employee motivation in the context of
innovative activities at a construction enterprise en-
compasses two levels of innovation implementation:
— first, the application of innovative methods for moti-

vating the staff of the construction company;
— second, achieving higher results from the implemen-
tation of innovations in the enterprise’s operations.

One possible way to enhance innovative activity
is to stimulate product quality through material re-
wards, focusing on the positive traits of employees.
The essence of this approach is that an advance salary
increase leads to a more responsible attitude toward
work quality, increased enthusiasm, and consequently,
improved product quality. This method can be articu-
lated as: “Higher salary leads to better product quality
and increased labor activity.” It differs from the widely
used principle: “High efficiency equals high salary”.

The widespread implementation of this innovative
approach can lead to an increase in demand and the
purchasing power of the population, as salaries rise.
This, in turn, will contribute to higher sales volumes,
gross income, and overall profitability of enterprises.
The growth in sales is based on the enhanced innova-
tive activity of employees, which ensures higher prod-
uct quality and reduced production costs, ultimately
allowing for lower prices.

Features of Personnel Management in Innovative Enterprises

\ 4

- classification of enterprises as venture with high risk

A 4

- complexity, novelty, and uniqueness of the work performed by personnel

- high qualifications, personal, and psychological assessments of qualities nepconary

\ 4

- high employee turnover among staff

- the potential for high profits

A 4

- the opportunity to fulfill high-level needs — such as self-expression and others

- the new role of management personnel in the enterprise

> - a strong employee motivation system

Fig. 1. Features of personnel management in innovative enterprises
Source: compiled by the author
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