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DEVELOPMENT OF A MOTIVATIONAL MANAGEMENT SYSTEM AT IT
ENTERPRISES IN THE CONTEXT OF DIGITAL TRANSFORMATION

The article considers theoretical and practical aspects of the development of the motivational
management system at IT enterprises in the context of digital transformation. The influence of
motivation on the activation of the activities of IT employees is determined. It is proven that the
modern IT industry is characterized by high global competition, dynamism and the need for
constant improvement of human capital, which determines the need to create effective motivational
mechanisms for personnel management. The essence of the concept of "motivational management"
as a system of managerial influences aimed at forming internal and external incentives for the
effective work of employees is analyzed. Particular attention is paid to the transformation of
motivational approaches under the influence of the digitalization of business processes, the
introduction of flexible employment models, remote work and productivity management tools
through digital platforms. The role of intangible motivation, which is of particular importance in IT
companies, where the key factors of employee satisfaction are professional development
opportunities, autonomy in decision-making, involvement in innovative projects, corporate culture
and a favorable psychological climate, is studied. It is revealed that effective motivational
management should be based on a combination of material incentives with a system of socio-
psychological and organizational factors that form trust, loyalty and team interaction. The study
analyzes current trends in the field of personnel motivation management in IT companies. It is
substantiated that digital transformation creates new opportunities for the formation of intelligent
motivation management systems based on data analysis, automation of HR processes and the
introduction of artificial intelligence into management decisions. At the same time, risks associated
with the loss of personal contact, a decrease in emotional involvement and professional burnout of
employees in virtual teams are identified. The article proposes a model for the development of a
motivational management system for an IT enterprise, combining digital tools, innovative incentive
methods and a value-based approach to personnel management. The results of the study are of
practical importance for IT company managers, HR managers and scientists dealing with the
problems of personnel management in the digital age. The implementation of the proposed
approaches will contribute to increasing the efficiency of organizational activities, strengthening
competitive advantages and forming a high level of involvement and professional motivation of
employees in the field of information technologies.
Keywords: motivational management, personnel, management, digital management tools, human
resources, personnel management, HR analytics; motivation, incentives, IT sphere, IT enterprises,
labor efficiency.
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PO3BUTOK CUCTEMHU MOTUBAUIMHOI O MEHE/KMEHTY HA
NIJIIPUEMCTBAX IT-COEPU B YMOBAX IU®POBOI
TPAHC®OPMAIIII

Y cmammi posensinymo meopemuyni ma npakmuyHi acneKmu po36umky CUCmemu MOmMu8ayitlHo20
MeHeddcmenmy Ha nionpuemcmeax IT-chepu 6 ymosax yugposoi mpancgopmayii. Buznaueno
enue momueayii Ha akmuegizayiro disibHocmi npayisnukis IT-cghepu. /losederno, wo cyuacna IT-
2any3b Xapakmepu3zyEmuvcsi BUCOKOI0 2N100AIbHOI0 KOHKYPEHYIEIO, OUHAMIYHICIIO Ma HeoOXIOHICIIO
HOCMIIH020 800CKOHANEHHS II0OCHK020 KANIMay, wo 3yMo810e nompeby y CMmeopeHHi
eexmuHUxX MOMUBAYIIHUX MEXAHI3MI8 YNpaesiinHs nepconanom. Ilpoananizoeano cymuicmeo
HNOHAMMSA «MOMUBAYTUHUL MEHEOHCMEHM» K CUCTNeMU YRPABIIHCLKUX 8NIUBIE, CNPAMOBAHUX HA
GpopmysarHs 6HYMPIWHIX [ 308HIUHIX CIMUMYLIE 00 pe3yibmamuenoi npayi npayienuxis. Ocodiugy
yeazy npuoiieHo mpaucghopmayii MOMusayitinux nioxooie nio enaueom yugposizayii 6iznec-
npoyecis, 6NPOBAONCEHHIO SHYUKUX MOOeell 3aUHAMOCMI, 8i00aieHoi pobomu ma iHCmpymenmis
VAPAGNIHHA NPOOYKMuUeHicmio uepes yugposi niamgopmu. Jocniodxceno poib HemamepianbHoi
Momusayii, wo Habysae 0cobaue02o 3uauents 6 IT-komMnanisax, oe Kiouosumu YUHHUKAMU
3a0080J1€HOCMI NPAYIBHUKIB € MONCTUBOCMI NPOPECIlIHO20 PO3BUMKY, ABMOHOMHICMb Y NPULIHANMNI
piuens, 3any4enHs 00 THHOBAYIIHUX NPOEKMIB, KOPNOPAMUBHA KYIbMYPA Ma CPUAMAUBULL
ncuxono2iunul kiimam. Poskpumo, wo eghexmusnuii momugayitiHutl MeHeo’CMeHm Mae
Oazyeamucs Ha NOEOHAHHI MAMEPIATbHUX CIMUMYTIG 13 CUCIEMOIO COYIATbHO-NCUXONOSTUHUX MA
OpeaHizayitinux ¢paxkmopis, sKi hopmyroms 008Iipy, N0ANbHICMb | KOMAHOHY 83AEMO0it0. V medcax
00CNI0NCEHHS NPOAHANIZ308AHO CYHACHT MeHOeHYil V cqhepi YnpasninHi MOMuUayicio NepcoHay 6
IT-komnanisax. Obrpynmosano, wjo yugposa mparchopmayis cmeoproe HO8i MONCIUBOCH 015
¢opmysanHs iHmenekmyaibHux cucmem YnpasiiHHa MOMUBAYIEI HA OCHOBI AHAI3Y OAHUX,
asmomamuzayii HR-npoyecie i 6npo6adicenHs wmyuHo2o iHmenekmy 8 YnpasiiHCbKi pilleHHs.
Paszom 3 mum suseneno puzuku, nog’sa3ami 3 6mpamoro 0COOUCMICHO20 KOHMAKMY, 3HUNCECHHAM
eMoyilHoI 3anyuenocmi ma npogecitino2o 8UOPaHHsa NPAYIEHUKIE ) 8ipMYATbHUX KOMAHOAX. Y
cmammi 3anponoHO8AHO MOOEb PO3BUMKY CUCEMU MOMUBAYITIHO20 MeHedxcmenmy IT-
NIONPUEMCMBA, W0 NOEOHYE YUPDPOGI IHCMPYMEHMU, THHOBAYTIHI MemOoOU CIMUMYIIO8AHHS MA
YIHHICHO-OPIEHMOBAHUL NIOXIO0 00 YNPABIIHHA NepPCOHANIOM. Pe3ynivmamu 0ocniodcents maromo
npakmuyHe 3HayeHHs 0as Kepienuxie IT-komnaniu, HR-menedicepis i Haykosyis, sAKi 3aumaromscs
npooaemamu YynpasiinHsa nepcoHanlom y yugposy 006y. Peanizayis 3anpononosanux nioxoois
cnpusimume nio8UUEHHIO epeKmusHOCmi OpeaHizayitinol OisIbHOCII, 3MIYHEHHIO KOHKYDEHMHUX
nepesaz ma (OpMYBaAHHIO BUCOKO20 PIBHS 3AN1yY4eHOCHI U NPoghecilinoi Momusayii npayieHuKis y
cghepi ingpopmayitiHux mexHon02il.

Knrouoei cnosa: momusayiiinuii mMeneOodcMenm, NepCoHal, YNpasninHs, yugposi incmpymenmu
VAPAGNIHHA, MPYO0SI pecypcu, MeHeddcmenm nepconany, HR-ananimuka, momueayis, cmumynu,
IT-cpepa, IT-nionpuemcmesa, epexmugnicms npayi.

Problem statement. In the modern conditions of the digital economy, the key
strategic resource of enterprises, in particular the IT sphere, is becoming human
capital, the level of development of which determines the efficiency of business
processes, the competitiveness of products and the ability of the organization to
innovative development. The formation and maintenance of the professional potential
of employees depends on the depth of their personal motivation, which includes the

interaction of three basic components: the desire to act, knowledge of ways to
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achieve results and the ability to implement the tasks set. It is the integration of these
elements that ensures the internal activity of the employee and determines his
productivity in a high-tech environment. In the context of the digital transformation
of business, the requirements for personnel are changing significantly: IT specialists
must quickly adapt to new tools, work in conditions of high intellectual stress,
develop innovative solutions and demonstrate readiness for constant professional
growth. Under such conditions, traditional approaches to personnel management,
which consider the employee as a standard resource, lose their effectiveness. Instead,
the importance of motivational management, focused on identifying and developing
internal motives of employees, their value involvement and desire for self-realization,
1s increasing.

The problem of determining mechanisms and tools that can stimulate IT
company employees to productive activities, taking into account the specifics of
remote work, flexible schedules, multi-project work and intensive use of digital
technologies, is becoming particularly relevant. IT company managers are
increasingly emphasizing that the decisive factor in success is not only the
employee's professional competence, but also the level of his internal motivation,
willingness to cooperate, creative thinking and emotional stability. Thus, the problem
lies in the need to develop a modern motivational management system that would
combine material and non-material incentives, include digital HR tools, meet the
current needs of IT employees and contribute to increasing their productivity. The
search for innovative methods of activating employees' internal motivations, which
will ensure sustainable development, reduce staff turnover and form a high level of
professional involvement among employees, is also relevant. It is these aspects that
form the scientific and practical significance of the problem of developing a
motivational management system in the IT industry.

Analysis of recent research and publications. Significant scientific
achievements in studying the essence of motivation were made by such researchers as
Pacheva N.O., Podzigun S.M. [1], Zadorozhnyuk N.O., Alekseenko S.O., Zhanko

K.O. [2], Zayarnyuk O.V., Storozhuk O.V., Sokurenko O.Yu. [3], Kolot A.M. [4],
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Luchko G.Y. [5], Maslow A. [6], Muterko G.M., Mykhalyov D.A. [7], Strapchuk
S.1., Mykolenko O.P., Popova I.A., Pustova V.V. [8], Khvorostyanyi V.S. [9] and
other scientists. Despite the significant number of works devoted to the issue of
personnel motivation, the results of the study of scientific sources indicate that the
issue of the specifics of motivation of IT specialists is still not sufficiently disclosed
and requires further research, which determines the relevance of the chosen topic.
Identification of previously unresolved parts of the general problem. An
effective personnel management system is a key prerequisite for the stable
functioning and development of IT enterprises, since it determines the level of
productivity, innovation, effectiveness and economic efficiency of the organization.
One of the central elements of this process is motivational management, which
ensures the activation of professional activities of specialists and forms their
readiness to achieve high results. At the same time, despite a significant number of
scientific approaches and methodological developments in the field of personnel
motivation, a universal model of employee stimulation, in particular IT specialists,
still does not exist. This is explained by the fact that the behavior of IT specialists is
formed under the influence of a complex system of factors, including individual
needs, professional goals, value orientations, level of autonomy, emotional and
psychological factors, as well as the specifics of the digital work environment. In
addition, the digitalization of business processes leads to the emergence of new
challenges associated with remote work, high intensity of information flows and
rapid technology updates. All this creates the need for further research into
motivation tools and mechanisms that are able to effectively respond to changes
occurring in the IT sphere. Thus, the issue of determining the most effective
motivational factors for IT workers, as well as the development of an adaptive
motivational management system that will take into account not only external
incentives, but also internal motives, professional needs and values of personnel,
remains relevant. These aspects form the basis of a scientific problem that requires

further in-depth study.
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Formulation of the purpose of the article (statement of the task). The
purpose of the article is to generalize theoretical approaches and practical aspects of
the development of the motivational management system at IT enterprises in the
context of digital transformation, as well as to determine the most effective
motivational factors and incentives that contribute to increasing productivity,
professional involvement and staff stability. The objectives of the study include
analyzing the impact of digital tools on motivation management, identifying the
features of material and non-material incentives in the IT industry, and forming a
conceptual model for the development of motivational management taking into
account modern challenges and trends.

Presentation of the main material of the study. Modern enterprises, in
particular IT companies, largely depend on human capital, employee productivity and
the ability of organizations to form an effective system of motivational incentives.
Personnel in the field of information technology are the main generator of
innovations, and therefore it is precisely a qualitatively constructed motivational
management that determines the company's ability to retain highly qualified
personnel, maintain competitiveness and create products with high added value.
Organizational-behavioral theories, in particular A. Maslow's hierarchy of needs,
emphasize that effective motivation is based on the comprehensive satisfaction of the
employee's needs - from basic to development and self-realization [6]. However, in
the IT sphere, motivational factors are more complex and diverse: for some
employees, material incentives and financial rewards are the most important, for
others - professional growth, the opportunity to implement innovative ideas or work
on complex technological projects. D. Carnegie noted that it is possible to encourage
a person to productive activity only when he himself wants to perform a certain
action [10], which confirms the need for individualization of approaches in
motivational management of IT enterprises.

Today, the IT industry is facing a shortage of qualified personnel, which
increases competition between employers and stimulates the search for new methods

of retaining specialists. Motivational programs of IT companies should combine
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material incentives with flexible working conditions, comfortable working
environment, corporate culture, opportunities for professional development and
involvement of employees in decision-making.

In addition, digital transformation is fundamentally changing approaches to
personnel management. The spread of remote work, the introduction of HR analytics,
digital performance management platforms and algorithmic assessment systems
create new opportunities for monitoring employee engagement and personalizing
motivational programs. At the same time, the risks of reduced social interaction,
psychological burnout and loss of emotional unity of teams are increasing.

Human potential in competitive conditions is a significant factor in the
development of the organization. Motivation becomes an important element in the
system of work with labor potential and effective activity of the organization [11].
The task of the administration is to motivate personnel to work productively, the duty
of employees is to qualitatively perform the tasks set by the management [12].

The military realities of Ukraine also have an impact on the IT sector. As noted
by G. Luchko, the development of military technologies, defense-tech and military-
tech forms new requirements for IT specialists, and personnel motivation is
increasingly focused on value aspects - supporting the defense capability of the state,
social responsibility and the desire to contribute to victory [5]. Ukrainian IT
companies demonstrate a high level of stability and adaptability: they expand
international cooperation, support the Armed Forces of Ukraine, and implement
measures to strengthen cybersecurity.

In conditions of competition and instability, the importance of a comprehensive
motivation management system that takes into account the economic, social and
environmental aspects of the enterprise's activities is increasing. The IT sector is one
of the largest drivers of Ukraine's exports, providing multi-billion dollar revenues to
the economy in 2021-2022 and continuing to demonstrate growth even in wartime
conditions [13]. This reinforces the need for a strategic approach to human resource
management and the formation of a favorable environment for the development of

specialists.
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Research into the structure of motivation, in particular its external and internal
factors, emphasizes the need for a balanced combination of material and non-material
incentives. Internal motivation - the desire to develop, gain new knowledge, solve
complex tasks - plays a dominant role in the productivity of IT workers. Extrinsic
motivation, such as salary or bonuses, is a reinforcement tool, but not the main source
of engagement.

Studies by G. Fedoryshyn and Y. Boyarchuk indicate that for IT specialists,
important factors are not only material incentives, but also psychological atmosphere,
flexible schedule, opportunities for training and career growth [14]. The social
package also plays a significant role, including additional vacations, technical events,
sports programs and other benefits.

An analysis of the material and non-material motivation of IT specialists,
conducted by Zadorozhnyuk N.O., Alekseenko S.O. and Zhankom K.O., proves the
need for a diverse approach to motivating employees, which includes wages, training
opportunities, professional trips, feedback, corporate culture and a system for
recognizing achievements [2].

The IT Ukraine Association, based on the results of the first nine months of
2022, found that the IT industry brought in $§ 6 billion. of export revenue to the
Ukrainian economy and achieved 10% growth compared to 2021. IT is one of the
leading industries of the Ukrainian economy and is growing rapidly every year. Thus,
over the past six years, the share of computer services exports in GDP has increased
from 1,8% to 3.

Digital transformation has fundamentally changed the logic of IT companies:
flexible work formats, the development of cloud tools, the expansion of remote
employment practices, the intensive implementation of HRM systems and analytical
platforms have created a new context for the formation of motivational policies.
Companies are increasingly using personalized incentive models based on the
analysis of employee behavioral data, predictive analytics, and real-time assessment
of team performance. This allows for a more accurate determination of individual

employee needs, their level of engagement, their tendency to burnout, and
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motivational priorities. An important feature of IT staff motivation is the shift in
emphasis towards intangible incentives, because it is the opportunity for professional
development, autonomy, work on innovative projects, and a favorable socio-
psychological climate in the team that increasingly shape specialists' decisions
regarding the choice of a company. Highly qualified IT workers value not only
competitive salaries, but also the quality of management, corporate culture, the
availability of individual development trajectories, the ability to influence project
results and organizational processes.

In this regard, a value-oriented approach is of particular importance, which
involves the formation of a corporate environment harmonized with the personal
values of IT specialists. Companies that demonstrate transparency of management,
social responsibility, support a culture of trust and mutual respect significantly
increase the level of staff involvement and reduce the risks of staff turnover.

At the same time, the war and instability in Ukraine have increased the
importance of the social mission of IT companies. Enterprises not only maintain
economic stability, but also actively support military initiatives, develop
technological solutions in the defense-tech and cyber-security directions, which
forms a special content of motivation - an orientation towards contributing to national
security, state stability and social cohesion.

For high efficiency of HR departments, it is important to combine several
approaches: psychological, behavioral, value-based, digital and analytical. It is the
integration of these aspects that allows you to form a modern motivational
management system in which material incentives (salary, bonuses, premiums,
compensations) and intangible ones (recognition, development, autonomy, corporate
culture, feedback) coexist.

One of the key challenges of modern IT companies is ensuring a balance
between the interests of the organization and the needs of the employee. Recent years
have shown that an effective motivational system should be based not only on
remuneration and social guarantees, but also on creating conditions for self-

realization, intellectual development, autonomy, recognition of professional
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achievements, as well as supporting psychological well-being. The model for the
development of the motivational management system of an IT enterprise in the

context of digital transformation is shown in Figure 1.

Digital Transformation
IT Spheres

!

Motivational management system of an IT
enterprise

[ Digital management } [ Innovative methods of } [ Value-based approach }

tools stimulation

Figure 1. Model of development of motivational management system of IT

enterprise in conditions of digital transformation

*compiled by the author

As a result of digital transformation in personnel management of IT
enterprises, the following tools and approaches have become widespread:

1. Digital motivation tools, among which the most effective are:

« HRM platforms (BambooHR, Zoho People, PeopleForce), which allow
tracking goals, feedback and progress of employees;

« OKR systems and KPI trackers, which ensure transparency of task
performance;

« gamification tools (virtual badges, ratings, points system for achievements);

* chatbots for operational communication and microlearning.

2. Innovative methods of stimulation that create additional intangible value for
specialists:

» personalized educational routes built on the basis of data analysis;

* the opportunity to participate in internal innovation projects and hackathons;

« internal startup laboratories;

« smart-benefits (customized privilege packages).
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3. A value-based approach to personnel management that forms long-term
employee loyalty:

« emphasis on trust, autonomy and responsibility;

» creation of a favorable psychological climate;

« formation of a culture of open communication and equal access to
information;

« support for work-life balance, flexible work formats and remote
collaboration,;

* transparent system of recognition of the merits and contribution of each
specialist.

In accordance with the identified trends, it is advisable to create intelligent
motivational systems based on the use of machine learning, HR data analytics and
digital platforms for monitoring productivity. This makes it possible to form adaptive
and personalized incentive schemes that change according to the employee's
behavior, needs, stage of professional development and role in the organization.

Building a motivational management system in the IT sector should also take
into account the risks of digital transformation, in particular: the growth of
professional burnout, loss of personal contact in teams, insufficient emotional support
in remote work, the complexity of managing cross-cultural teams. Therefore, such
tools as coaching, mentoring, mental health support programs, team activities and
regular one-to-one meetings with managers become important.

As the analysis shows, the comprehensive use of these elements makes it
possible to build an adaptive and effective motivational management system capable
of meeting the challenges of the digital economy. At the same time, a number of
issues remain that require further research, in particular, determining the optimal
balance between material and non-material incentives, improving HR analytics
methods and developing personalized models of motivation for IT specialists.

Conclusions. The research found that the development of a motivational
management system at IT enterprises is a key factor in increasing their

competitiveness in the context of digital transformation and an unstable external
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environment. An effective motivational system should be comprehensive, integrating
material incentives, intangible factors, professional development opportunities and
innovative digital HR management tools. IT employees need not only decent pay, but
also flexible employment conditions, a favorable psychological climate, growth
prospects and involvement in innovative activities. It is advisable to direct further
research to studying international experience in forming a motivational management
system, building intelligent digital models of motivation management, as well as

analyzing the impact of remote work on long-term productivity and staff engagement.
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