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Anomayin. Y cmammi usHaueHo ma npoananizosano npiopumemti paxmopu, sKi 30IUCHIOIOMb 3HAYHUN BNIUE HA
opmysanns MOmMuBaYitiHO20 MeXani3My YAPAGNIHHS NPOEKMAMU HA CMPAMESIYHO OPIEHMOBAHUX NIONPUEMCTNBAX.
Busnaueno, wo 6dano nidibpanuti nepconan i He nPoOCMoO NEePCOHAN, A KOJMCEH NPAYIBHUK OKPEMO € He3AMIHHUM 075
YCNIXy K OKpemMo2o NpocKmy, max i OisIbHOCI NIONPUEMCINGA 8 YLIOMY i, AKWO NIONPUEMCIBO 8 YMOBAX CYYACHOT
BUCOKOI KOHKYPEeHYii npazne po38u8amucs, 60HO He Modice cobi 00360UmMuU po3nopouleHocmi AK y niobopi nepconany,
mak i y Momugyeamti nepconany. Bcmanoseneno, wjo ockinoku 6 yenmp ygazu npu po3pooyi Momueayitinoco Mexamnismy
VIPAGIIHHA NPOEKMAMU OY10 NOCMABIEHO THOOUHY, MO 3 ANAEMbCL HEOOXIOHICMb AHANIZY MOMUBAYILIHO20 8NIUGY HA
nepconan nio yac peanizayii npoexkmy. Taxooic npoaHanizosano, wjo 6CMAHOBNIEHHS OCHOBHUX MOMUBIE YYACHUKIB
KOMAHOU NPOEKMY, OO0380JA€ 3p0oOUmMuU GUCHOBOK, WO 6CI BOHU BNAUBAIOMb HA eeKMUBHICMb CMPAmeiuHo20
VIPAGIIHHA NIONpUEMCmMeom 6 yinomy. B cmammi npedcmagneno ma apeymeHmo8ano cmpyKmypy8aHHs MOMUeamopie
ma 0emMomueamopie MOMUBAYitiIHO20 MEXAHI3MY YNPAGIIHHA RPOEKMAMU, WO 0AE 3MO2Y V3A2ATbHUMU OCHOBHI YUHHUKU
6NIUBY HA KOMAHOY NPOEKMY Ma NiOGUWLYEAMU CMPAME2IUHY AKMUBHICMb KOJMCHO20 YYACHUKA npoekmy. B cmammi
B8CMAHOBNEHO, WO 3aNOPYKA YCHiXy 0OV0b-1K020 NIONPUEMCMEA, WO peanizye NpoeKmuuil nioxio, 6yoe noaseamu 8
Ppo3pobyi makoi cmpamezii ynpaeninus, npu aAxiu 0ii 8 komnauii ma ii enympiwns cmpykmypa 6y0yms MakCumaibHO
8i0N0BI0AMU 306HIWUHIM YMOBAM, A 34015 Yb020 HA NIONPUEMCTNEAX NOBGUHEH PO3POOIAMUCT MAKUL MOMUBAY TUHUL
Mexamizm YNpaeniHHs NPoEKmamu, AKull 0yoe 8ionogioamu cucmemi CmpameciuHo2o YAPAGIiHHi NIONPUEMCNBOM 8
yinomy.

Kniouosi cnoea: npockm, ynpaeninus npoekmom, MOmMuayis, MOMUBAYIHULL MEeXAHI3ZM, CIMpameziune YnpaeiinHs,
MOMUBAYTUHULL MEXAHIZM YNPAGIIHHA NPOEKMAMU

@opmynu: 0, puc.: 0, mabn.: 1, 6ion.: 14

Annotation. The article identifies and analyzes the priority factors that have a significant impact on the formation
of a motivational mechanism for project management in strategically oriented enterprises. It is determined that well-
selected staff and not just staff, but each employee is indispensable for the success of both the individual project and the
enterprise as a whole, and if the company in today's highly competitive industry seeks to develop, it cannot afford
dispersion in the selection staff and in motivating staff. It is established that since the focus of the development of the
motivational mechanism of project management was a person, there is a need to analyze the motivational impact on
staff during the project. It is also analyzed that the establishment of the main motives of the project team members,
allows us to conclude that they all affect the effectiveness of strategic management of the enterprise as a whole. The
article presents and argues the structuring of motivators and demotivators of the motivational mechanism of project
management, which allows to summarize the main factors influencing the project team and increase the strategic
activity of each project stakeholder. The article states that the key to the success of any company that implements the
project approach will be to develop a management strategy in which actions in the company and its internal structure
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will be as consistent as possible with external conditions, and for this the company must develop such a motivational
mechanism of project management, which will correspond to the system of strategic management of the enterprise as a

whole.

Key words: project, project management, motivation, motivational mechanism, strategic management, motivational

mechanism in project management
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Introduction. At the present stage of
development of Ukrainian enterprises in an
unstable economy and economic crisis, the
issue of further strategic development is
acute, which determines the priority of
formation and development of strategic
management and in general and the
motivational mechanism of  project
management in particular. Today, there are
certain risks in the activities of enterprises,
which  determine the advantages and
disadvantages of strategic management of
enterprises [2]. The influence of various
determinants has a significant impact on the
strategic management of enterprises and, as a
consequence, slows down the process of
forming a motivational mechanism for project
management [1].

Literature riew. The following scientists
have made a significant contribution to the
development of the theory and practice of
strategic management and project
management: 0. Danchenko [12],
S. Bushuyev [5], V. Morozov [5], S. Chernov
[13], A. Levit [13], P. Kleiman [7],
N. Prodanova [10], I. Petrova [8, 9],
T. Shpilova [9], L. Dovgan [6], Z. Shershneva
[14] and others. However, despite the
presence of a significant scientific base,
scientists have overlooked the problems of
determining the driving forces, in particular,
the levers of the motivational mechanism that
determine and enhance the effectiveness of
project management and strategic activity of
enterprises. In the vast majority of works, the
function of motivation is considered in the
aspect of enterprise management in the short
term, while motivating staff in the process of
project implementation and motivation for
strategic activity remains an undeveloped
issue.

The issue of finding effective means of
motivating staff to implement strategic
objectives of the enterprise during the
implementation  of  projects  remains
undeveloped.
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Aims. The purpose of the study is to
determine the state of motivational tools in
the arsenal of strategic management during
project implementation, and to develop
recommendations for its improvement.

Results. The decisive factor for any
enterprise in the implementation of projects is
a well-selected, strategically active staff. And,
since the focus of the development of the
motivational mechanism of  project
management was a person, there is a need to
analyze the motivational impact on staff
during the project.

Enterprises that implement the project
approach today are at the stage of their
development and are a vivid illustration of the
example of the implementation of strategic
management, as they have a fairly large
strategic potential. In this study, employees of
such enterprises were offered questionnaires
by the author, on the basis of which the main
motivational measures carried out during the
implementation of projects were identified
and the possible reasons for employee
dissatisfaction ~ with  the  motivational
mechanism of project management were
identified [3].

Depending on the working conditions
provided to employees of enterprises that
implement the project approach, will depend
on the employee's desire for career growth in
the enterprise. The percentage of employees
dissatisfied with working conditions is
constantly increasing. Slightly slower, but still
decreasing the percentage of those who are
fully satisfied or partially satisfied with
working conditions. This suggests that
companies do not pay enough attention to this
factor. But, despite the fact that a large
proportion of employees are not satisfied with
working conditions at all, and do not see their
further development in these enterprises, there
is still a potential majority who are partially
satisfied. It is on them that the main attention
should be focused, in order to motivate them
for career advancement and strategic
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orientation during the
projects.

According to the extent to which the
employee is satisfied with the material reward
that the employee receives from work, will
depend on the employee's desire to recognize
and approve their work results. The study
showed that the percentage of employees
dissatisfied with their earnings is increasing
slightly, but the number of employees
satisfied with their earnings is also growing
slightly. This situation is explained, first of
all, by the fact that the working conditions of
employees are constantly improving, and
wages remain at the same level, or even less
(in dollar terms), as at the beginning of their
work. Consequently, workers who generate
significant, ever-increasing profits and work
hard enough do not receive sufficient and
dynamically increasing remuneration for their
work [4].

In our opinion, for the development of the
employee's strategic thinking and focus on
strategy during project implementation, such
a factor as earnings should not prevail.
Because if a person focuses only on meeting
the need for money, a person is simply not
able to reveal either the inner potential or
direct action to the future. Therefore, in our
opinion, the enterprises have such a large
share of dissatisfied employees. Companies
that apply the project approach should pay
more attention to the material motivation of
employees, because if the majority of
respondents are partially satisfied or not
satisfied with wages and only a little more
than a tenth of all employees are satisfied
with their pay, it means that wages in
enterprises are not competitive and most of
the needs of workers are not able to meet.
Thus, one of the main conditions for the
formation of a system of employee motivation
in strategically oriented enterprises is not met.

Such a motivating factor as interpersonal
relationships  with  superiors, colleagues,
subordinates can be interpreted so that if the
team is quite good friendly atmosphere, the
employee seeks to perform those tasks that
require a high degree of responsibility. That
is, the better the atmosphere in the project
team, the more willing employees are to take

implementation of
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action, and the more acutely they feel their
responsibility for its implementation to
members of the project team. Because there is
a lot of trust and confidence in each other.
After all, if the team is fully distributed
responsibilities and employees are quite
friendly to each other, it is more likely that
team members will perform the work
assigned to them quickly and efficiently.

The effectiveness of projects largely
depends on the psychological climate in the
team and the evaluation of the project team by
its stakeholders.

Accordingly, we can conclude that this
motivating factor is one of the decisive ones,
as about 95% of all surveyed employees
evaluate the project team and the relationship
between the stakeholders as quite friendly and
positive, which in turn leads to a high level of
responsibility to colleagues and in front of the
company.

No less important is the degree of self-
control. Here we can say that if a member of
the project team has the opportunity to
directly control the work performed, has the
right to give orders to other employees and
feels important and those in power, it gets the
potential for creative and business growth. As
it remains indisputable that if a person has the
opportunity to manage and feel the status and
responsibility, one of the motives begins to be
the desire for career growth, and consequently
for the disclosure of creative potential.

However, as the results of the research
showed, at the enterprises implementing the
project approach, it is possible to observe a
rather disappointing picture. Promotion of
employees, their creative growth remains
quite unchanged for several years. Sometimes
employees have the opportunity to reveal
their potential, but business growth as such
does not occur. Only 7% of employees
consider career growth to be one of the main
motives for their work.

Therefore, in our opinion, we can draw the
following conclusion. The most priority
motivating factor for employees of enterprises
implementing the project approach is
interpersonal relationships. This factor is
followed by the factor "Working conditions".
After that - "Policy of the enterprise and
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administration”. In fourth place - "Earnings"
and only in fifth place - "Career growth".

Having identified the main motives of the
project team members, it should also be noted
that they all affect the effectiveness of
strategic management. And the effectiveness
of strategic management is determined
primarily by its successful implementation
and achievement of all goals.

Thus, meeting the needs of employees of
enterprises  implementing  the  project
approach, you can influence their strategic
behavior, which is defined as the behavior of
a legal or natural person, which the person
chooses as a reaction to external and internal
environmental factors; it is a manifestation of
strategic thinking and finds expression in the
mechanisms of strategy development and
implementation.

Strategic behavior can and should be
consciously formed on the basis of certain
incentives, which, influencing a certain
subject from the outside, direct its activities to
achieve certain goals, create behavioral
norms, standards and boundaries of activity.
The effectiveness of the process of creating
appropriate strategic behavior depends on the
system of compensation for certain efforts
and actions. The formation of strategic
behavior is associated with the type of
organizational culture that has developed and
is formed in the enterprise, which implements
the project approach.

To date, well-selected staff and not just
staff, but each employee is indispensable. If
the enterprise in the conditions of modern
high competition wants to "survive and
grow", it cannot afford dispersion both in
selection of the personnel, and in motivation
of the personnel.

Depending on how the manager decides on
the motivation of work, will depend on the
return of employees, the result of their
activities.

In our opinion, the key to the success of
any company that implements a project
approach will be to develop a management
strategy in which actions in the company and
its internal structure will be as consistent as
possible with external conditions. To this end,
enterprises must develop a motivational
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mechanism for project management, which
will correspond to the system of strategic
management of the enterprise as a whole.
Management of the  motivational
mechanism of project management aims to
create comfortable conditions for employees
to work. Thus, the organization of labor
should be based on working conditions,
means of production, organization of the labor
process and many other factors (methods of
work, working conditions, organization of the
labor process, workplace testing, climate,
working hours, providing the necessary tools,
noise, labor process, lighting, work
structuring, color, vibration, gases, vapors,
dust). Motivational models must provide for
an organizational system of incentives for
monetary and non-monetary content.
According to the study, it can be concluded

that the management of enterprises
erroneously  prioritizes the choice of
incentives for their employees, giving

preference to rather inefficient and ineffective
motivators in creating a motivational
mechanism for project management. After all,
the needs and preferences of employees of
enterprises are quite different from those
needs and preferences that are “"satisfied" by
management.

The main disadvantage of the existing
motivational ~ mechanism  for  project
management is that employees do not feel the
current system of motivation at all. After
reviewing this list of valid motives, they name
only a few that actually work. In our opinion,
this situation is due to the fact that the basic
needs of employees in vital goods are not met.
This is evidenced by the fact that 86% of
employees are either completely dissatisfied
with the pay system, or are only partially
satisfied with it, as it was mentioned above.

With regard to the strategic orientation of
employees of enterprises implementing the
project approach, and their attitude to the
existing motivational mechanism for project
management, we can say that the vast
majority of employees do not see prospects in
their enterprises.

The reasons for this phenomenon,
according to the survey, is that most
employees do not see opportunities for career
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growth in enterprises. This suggests that the
company prevents the business development
of its staff, and does not pay enough attention
to it.

Some employees of enterprises claim that
the lack of health insurance negatively affects
their willingness to work at this enterprise in
the future. One in ten says that further work is
impossible with business overload. And about
7% of respondents want to do their own
business in the future and perceive working at
the company as an opportunity to gain
experience, and the percentage of employees
who want to do their own business is
increasing.

However, employees of enterprises that
implement the project approach, despite the
shortcomings that they consider significant
for themselves and those that prevent them
from working in enterprises for the future,
still say that there are advantages that
motivate them to be confident in their will
work in enterprises. Almost half of the
employees of the enterprises claim that to be
sure that they will work at the enterprise they
are helped by rather friendly relations with the
team. This once again confirms the fact that
companies make sure that there is a friendly
and relaxed atmosphere in the team.

According to the results of statistical
observation, it can be concluded that the

management does not fully meet the needs
and requirements of employees. First,
employees are not informed about all possible
means of incentives. Second, most are not at
all sure they have the prospect of continuing
their work. Third, employee motivation is not
systematic and most, of course, are not
satisfied with it. Fourth, the decisive
motivating factor for the work of employees
is the social factor, as employees evaluate
their team and relationships between
subordinates are quite friendly and positive,
which in turn leads to a high level of
responsibility to colleagues and the company.

According to how the main motivators and
demotivators of the motivational mechanism
of project management meet the needs of
employees, they can be structured and we can
identify the most important of them. To do
this, we will use the method of points and
weight indices. According to the number of
satisfied needs, we assign a score to each
motivator from 1 to 5.

The weight index is assigned to each
motivator according to the level of need that it
is designed to meet. Next, we distribute the
weight index among the main demotivators
that arise in the formation of the motivational
mechanism of project management and in
accordance with the number of needs they
interfere with, put points from 1 to 5.

motivational mechanism of  project (Table 1).
Table 1
Structuring motivators and demotivators of the motivational mechanism of project
management
No. | Motivators and demotivators of the motivational Weight index Point Impact
mechanism of project management vector
1 2 3 4 5
Motivators
1 Power and influence 0,05 2 0,10
2 Career growth 0,10 2 0,20
3 Achievements 0,05 3 0,15
4 Variety of work 0,03 2 0,06
5 Self-improvement 0,05 3 0,15
6 Intangible incentives 0,05 3 0,15
7 Structuring 0,02 2 0,04
8 Changes 0,04 2 0,08
9 Recognition 0,05 3 0,15
10 Relationship 0,05 2 0,10
11 Interesting job 0,03 2 0,06
12 Useful work 0,02 2 0,04
13 Self-realization 0,05 3 0,15
14 Material incentives 0,15 4 0,60
15 Physical working conditions 0,03 3 0,09
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16 Social contacts 0,05 2 0,10
17 Creativity 0,03 3 0,09
18 High salary 0,15 5 0,75
Demotivators
1 Unreasonable gapin the level of payment of senior, 0,05 3 0.15
middle and lower staff
2 Equalization of wages with unequal efficiency and 0,05 5 01
relevance
3 Payment not on the end result 0,02 4 0,08
4 Lack of connection of the salary system with the 0.02 3 0.06
results of the enterprise and the profit received by it ‘ ‘
5 | Degradation of the tariff system used at the enterprise 0,02 1 0,02
6 Lack of elements of stimulating the work of a
particular employee for a specific contribution to the 0,05 2 0,1
results of the enterprise
7 Devaluation of bonuses, which often become part of 0,02 3 0,06
the salary
8 Demotivating leadership style 0,02 2 0,04
9 Injustice of rer_nuneratlon fo_r dnfferent work and 0,05 1 0,05
different contribution
10 Staff mentality 0,02 2 0,04
11 Low level of wages, compared to family companies 0,20 2 0,4
12 The reluctance of some employees to increase the
Lo L 0,10 1 0,1
level of professionalism and efficiency
13 Opposition by the trade union to the introduction of
. . . 0,02 2 0,04
more progressive systems of payment and incentives
14 Ignoring professional skills and knowledge, the
" 0,15 3 0,45
complexity of the work performed
15 Lack of criteria for evaluating the activities of 0.15 3 0,45
employees
16 Unilateral procedure for_rewsmg the terms of 0,02 5 0,04
payment and incentives
17 Inflated salaries of "especially close" employees 0,02 2 0,04
18 Lack of flexibility in pay wages 0,02 2 0,04
Source: compiled by the author
Thus, in order to improve the existing JMimepamypa:
motivational mechanism of 1. bac M., bemoa O. 3acrocyBaHHS

project
management, in our opinion, there should be a
clear distinction between motivational factors
and incentives for employees.

Conclusions. Summarizing the above, we
can conclude that in enterprises that
implement a strategic approach, there is a
different application of staff incentives [5],
which suggests the need for various means of
effective motivation of their strategic activity.
To increase the level of strategic activity and
interest of team members of projects
implemented at enterprises, recommendations
have been developed for the use of a
motivational ~ mechanism  for  project
management, taking into account the specifics
of motivators and demotivators of project
stakeholders.
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