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Abstract:  
 

Purpose: Investigating the problems of personnel motivation efficiency as one of the most 

significant factors of the success of an enterprise at the present stage of development of the 

Russian economy, the authors consider expedient to consider the theory and practice of the 

personnel motivation system in a commercial enterprise. 

Design: General scientific (analysis, synthesis, comparison), and special methods of 

research (economic and statistical, balance sheet, design-calculation and other), document 

analysis, questioning, and others were used during the study. 

Findings: The authors revealed that the trading company should focus on the development 

of a system of motivation in two directions: the improvement of material motivation of staff 

and the improvement of non-material motivation of staff. Improving the proposed system of 

staff motivation will allow the company to create a favorable atmosphere in the team, 

increasing turnover. 

Practical implications: The obtained results can be used by the head of the enterprise when 

developing plans to improve the management system and increase investment 

attractiveness. 

Originality: This article analyzes the theoretical foundations of motivation in personnel 

management. Given the organizational and economic characteristics of the trading 

enterprise, identified the existing system of motivation in the enterprise.   
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1. Introduction 

 

At the present stage of economic development, it becomes evident that 

management systems cannot be successful without an effective motivation system. 

Personnel motivation is the primary means to ensure the use of resources, of the 

total enterprise personnel (Anurova, 2018). Creating a cohesive team of 

experienced professionals working for the common benefit and well-being is a 

continuous process in an enterprise (Rozanova, 2014). To ensure the effective use 

of personnel motivation, it is necessary to provide its interests, needs, nature, 

expectations, attitudes, aspirations, and orientations (Kaverin, 2014). The 

motivation system, if correctly applied and designed by the head of the company, is 

the primary personnel management tool. Assessment of the existing enterprise 

system helps to identify errors in the motivation system, its strengths, and 

weaknesses and reveals the existing problems and solutions to the head of the 

company. All this eventually leads to the effective functioning of an enterprise in 

the market (Korableva et al., 2018; Danko & Golubev, 2014). 

 

The purpose of this work is to improve the personnel motivation system in a 

commercial enterprise. The accomplishment of this purpose is guided by the 

following objectives: 

 

1) to analyze the theoretical basis of motivation in personnel management; 

2) to provide the organizational and economic characteristics of a trading 

enterprise, to identify the existing system of motivation; 

3) to suggest practices for effective personnel motivation of a trading enterprise; 

The object of this study is a trading enterprise. The subject of research is the 

system of motivation in personnel management. 

 

2. Literature Review 

 

In Russian economic literature, the motivation of personnel is understood as the 

employee's desire to meet his needs (to get certain benefits) through work 

(Solomatina et al., 2016). Depending on the purpose and characteristics of 

motivation at an enterprise, motivation can be ongoing and performance-based 

(reward or punishment) (Repin, 2016; Goloshchapova et al., 2018). 

 

Contextual theories of motivation: 

1) The classic motivational theory is Maslow's needs theory is described in the 

"Theory of Human Motivation" in 1943. Maslow divided the needs into 5 

categories that can be arranged in the form of a hierarchical structure: physiological 

– the primary human needs (oxygen, water, food, comfort); security – for safety 

from danger, attack, threat; social – the need to feel like a member of a community, 

a group of people; esteem – the need for respect and recognition of personal 

qualities and achievements; self-actualization – the need to fulfill one's potential 
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(Serbinskii & Samygina, 2015). The highest-level needs do not motivate a person 

until his or her lower-level needs are met, at least partially.  

 

2) The theory of motivation by Clayton Alderfer is a slightly revised hierarchy of 

Maslow's needs theory. He proposed to define three major groups of needs: a) the 

need for existence (Existence) – physiological needs; b) the need for 

communication (Relatedness) – involvement in society; c) the need for growth 

(Growth) – self-expression, self-realization, creativity. The difference between 

Alderfer’s theory and Maslow’s pyramid is that the movement along the levels of 

needs goes both ways. Maslow's model implies only one direction – from the 

bottom to the top (Domozhilkina & Dzhabbarova, 2016; Kuznetsov and Suprun, 

2017; Daryin et al., 2015; Lorincová et al., 2019). 

 

3) The two-factor theory of motivation by Herzberg. He defined factors that have a 

motivating and demotivating effect on a person. He believed that an employee's 

satisfaction and dissatisfaction are due to various factors that Frederick divided into 

two broad categories: hygiene factors and motivating factors. Motivators that lead 

to job satisfaction are associated with job content and are caused by the inner needs 

of an individual in self-expression. Therefore, they are called "internal" motivation 

factors (Nikolaeva et al., 2017). Hygienic factors are associated with external 

conditions and deficiencies of work. According to Herzberg, the factors causing 

satisfaction and dissatisfaction with work are not opposites in the same dimension 

(Lyasko, 2015). In other words, hygienic factors can create a bad situation, but they 

cannot lead to great satisfaction; at best, they can create a neutral situation. Job 

satisfaction is caused only by motivational factors, the positive development of 

which can increase motivation and satisfaction from a neutral to a positive state 

(Blank, 2015). 

 

4) The next contextual theory of motivation is David McClelland’s needs theory, 

which focuses on three main driving motivators: a) the need for achievement; b) 

the need for power; c) the need for affiliation. McClelland’s theory of acquired 

needs means the following: the need for affiliation encourages people to work in a 

team, strive for recognition; the need for power motivates them for growth, 

initiative, and leadership; the need for achievement motivates them to take 

responsibility in managing complex tasks, to address them successfully, and to 

achieve the objective of an organization (Dedyukina & Ronova, 2015; Brager et 

al., 2018). Therefore, employees with a need for affiliation must be given a job 

with social dialogue opportunities. Personnel with the need for power should be 

given an opportunity to lead, to make decisions on their own. Workers with the 

need for achievement should be entrusted with interesting and difficult tasks (but 

those with which they can cope with), rewarding and noting their success 

(Minasyan, 2014). 

 

Procedural theories of motivation: 

1) The X-Y theory by D. McGregor. 
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The manager can directly or indirectly regulate the behavior of employees at the 

workplace through tasks, organizational resources, organizational environment, 

ongoing control, task fulfillment, degree of task autonomy and independence in 

solving work-related problems (Zub, 2018; Prodanova et al., 2017).  

 

2) The theory of expectations by V. Vroom states that a person’s need is not the 

only condition for his or her motivation to achieve the goal (necessitated by the 

need). A person's expectation that his or her behavior and actions will lead to the 

desired result is an important condition. That is, a person's need is not enough; he 

or she needs to expect that his or her efforts will help to satisfy this need (Laužikas 

and Miliūtė, 2019). 

 

3) The equity theory by D. Adams says that employees always subjectively 

evaluate the relationship between the remuneration received and the effort spent on 

achieving it, comparing it with the ratio of other workers performing the same 

work. That is, people often tend to think that they work more and get paid less than 

their colleagues. If a person thinks so, he or she feels the injustice (Aleksandrova & 

Kurashova, 2015). The perceptions of justice can vary among workers, and the 

perceived ration of input and output is not always true. Therefore, the manager 

should track such contradictions and eliminate them in time (Thompson, 2016). 

 

3. Results 

 

The improvement of the technological process, the fight for customers, product 

quality, and increasing competition are forcing traders to improve the existing 

motivation system at an enterprise. As an object of study, the authors analyze the 

company "Novex"– the leading wholesale and retail enterprise in Siberia 

specializing in cosmetics, perfumery, household chemicals, and goods, founded in 

September 1990. The company was one of the first with a private form of 

ownership in the city of Barnaul, the administrative center of the Altai Territory of 

the Russian Federation. This explains the origin of the company's name – "the New 

Economic Structure", which later formed the abbreviation "Novex". The regional 

network of "Novex" shops in the Altai Territory is actively developing. In 2009, 

the company opened 13 retail stores in the Kemerovo Region, in Novosibirsk, and 

in the Altai Territory. In the spring of 2012, "Novex" continues to open new stores 

in the Tomsk and Novosibirsk Regions, as well as in the Altai Territory. In May 

2012, Elena Viktorovna Filipchuk, the CEO of "Novex", was ranked 38th among 

the most influential women in Russian trade, according to the study by Retailer 

magazine, a leading trade magazine. Today "Novex" LLC has a network of 277 

commercial enterprises. According to "Expert Siberia" magazine, "Novex" 

occupies the 17th place in the list of 100 biggest companies of the Altai Territory. 

Human potential and the manager's ability to set a goal correctly and effectively 

manage resources become the main success factors for the enterprise. The analysis 

has revealed a list of problems and solution (Table 1), which influence the 

performance of "Novex" LLC trading enterprise. 
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Table 1. Problems and solutions influencing the performance of "Novex" LLC 

trading enterprise  
Problems Solutions 

Underperformance, loss of sales; Improving motivation tools 

Conflicts between managers and subordinates; - Clarification of requirements to the staff; 

- Developing solutions to the conflict between 

the manager and the employee 

Avoidance of complex work by staff, 

implementation of simpler orders; 

- Distribution of duties, according to the 

position; 

- Implementation of a mentorship system by 

experienced personnel 

 

Let us further examine each solution in detail. 

1) Improving motivation tools: 

Financial incentives at an enterprise might include salaries, bonuses, and additional 

payments. Thus, the authors suggest improving the existing system of personnel 

motivation. Below is the list of instruments for the financial motivation of 

personnel (Table 2). 

 

Table 2. Proposed instruments for financial motivation of personnel in the trading 

enterprise LLC "Novex" 
Instrument 

 

Periodicity Staff category 

Employee discounts on the company's 

products 

Quarterly – Administrative and management 

personnel; 

– Sales staff; 

– Junior service personnel 

Compensation of mobile expenses Monthly – Administrative and management 

personnel 

Provision of vouchers to sanatoriums, 

children's camps, to employees with 

children under 15 years 

Annually – Administrative and management 

personnel; 

– Sales staff; 

– Junior service personnel 

 

When planning material incentives, the manager must proceed from the capabilities 

of an enterprise. The proposed tools of material motivation motivate personnel to 

further productive work at an enterprise. LLC "Novex" is confined to moral 

motivation (letters of appreciation, letters of gratitude, awarding the status of "the 

best seller"). Therefore, the authors would like to improve the instruments of non-

material personnel motivation (Table 3), since they require fewer material costs 

and are easily accessible to a developing enterprise. 

 

Table 3. Suggested instruments of non-financial personnel motivation in a trading 

enterprise LLC "Novex" 
Instrument 

 

Periodicity Staff category 

Organizing corporate events Quarterly – Administrative and management 

personnel; 

– Sales staff; 
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– Junior service personnel 

Granting "Novex" gift certificates in 

the amount of 1000 rubles for the 

performance of personal indicators 

Quarterly – Administrative and management 

personnel; 

– Sales staff; 

– Junior service personnel 

Assigning employees to educational 

seminars and training courses in the 

nearest cities 

Annually – Administrative and management 

personnel; 

– Sales staff 

 

Based on Table 3, the burden of non-financial personnel motivation should fully 

become the responsibility of the company's head. In contrast to the bonus system, 

which activates the desire for high-quality performance of employees' duties, the 

system of non-material motivation should focus on increasing their loyalty to the 

company, motivating them for success, as well as developing their creative 

qualities and initiatives (Morozov et al., 2018; Bochkareva et al., 2018; 

Shklyarskiy et al., 2017a; 2017b; Prodanova et al., 2019; Nutskova and Kupavyh, 

2016; Melnichuk et al., 2018a; 2018b; Movchan and  Yakovleva, 2019a; 2019b). 

Moreover, the proposed elements of non-material motivation will increase the 

employees' efficiency and, consequently, the turnover of the company LLC 

"Novex". 

 

2) Clarification of requirements to the staff: 

Company executives need to clarify the results expected from each employee. It is 

necessary to mention such parameters as the level of results, obtaining information 

personally or through an intermediary, the system of responsibilities of each 

employee, the degree of responsibility. It is also necessary to clarify the rules for 

performing the objectives.  

 

3) Developing solutions to the conflict between the manager and the employee: 

a) compromise – improves the relationship between an employee and his/her 

manager, contributes to the successful implementation of objectives; 

b) cooperation – implies a common solution when each approach to the problem is 

important and does not allow compromise options. Situation analysis and the 

search for additional information about the nature of the conflict are preferable than 

the immediate adoption of any decision (Plaskova et al., 2017). In any conflict, the 

manager needs to find a solution that will satisfy the interests of the two parties.  

 

4) Distribution of duties, according to the position: 

The manager must create a daily work plan for the staff; assign responsibilities 

according to their position. Each employee is responsible for the performance of 

his or her duties. It is possible to allow staff to act at their own discretion, to 

acquire skills and experience, learning from their own mistakes, in a way that is 

injurious or detrimental to the enterprise. The personal involvement of employees 

in the overall performance of an enterprise is essential at this stage. 

 

5) Implementation of a mentorship system: 
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Experienced staff needs to set an example for other employees of an enterprise – by 

performing orders of any complexity. A three-stage training ("describe – show – 

do") is the most convenient and understandable form of mentoring: 

 

a) "Describe". At this stage, the mentor needs to find out the level of knowledge of 

an employee and his or her understanding of the workflow. At the same time, the 

mentor must describe the features of the workflow within the enterprise and fill in 

the gaps in the theoretical knowledge of the employee. 

 

b) "Show". This stage implies a practical demonstration of a complex workflow. 

The mentor needs to explain to the employee an algorithm of all the necessary 

actions to complete the required tasks (Kuznetsov et al., 2017). 

 

c) "Perform". At this stage, the employee, using the obtained practical knowledge, 

tries to fulfill a complex task under the supervision of the mentor. The mentor 

needs to ensure control over the actions of the employee, monitor, correct possible 

errors if necessary, and access the results of the work. 

 

In practice, this type of training requires a broader complementary approach to 

each of the stages. It should be remembered that consistent training workflow, 

especially through mentorship, is more effective than the simultaneous study of the 

entire spectrum of responsibilities (Dashko and Lebedeva, 2017. The above-

mentioned practices will help to address problems identified in the analysis of 

personnel motivation of the company LLC "Novex". An employee must be 

personally accountable for the work results, achievements and accomplishments, 

monitor his or her work results (Sharafutdinov et al., 2017; Nutskova et al., 2017). 

He or she must act in the common interests of an enterprise. A manager must 

realize that every employee strives for success. Success means the achievement of 

goals by an employee with maximum effort. Unrecognized success leads to 

disappointment, kills the initiative. That will not happen if the manager has the 

necessary expertise in the field of personnel motivation and successfully applies it 

in practice. 

 

By way of conclusion, it can be said the analysis revealed that improving the 

quality of work is closely related to staff motivation. By applying in practice, the 

developed measures to improve personnel motivation, it is possible to improve the 

quality of labor in the trading enterprise LLC "Novex", which will further reduce 

production costs, increase enterprise profits, increase production flexibility and the 

quality of services, and improve the performance of the entire enterprise. All these 

motivation methods relate to external personnel motivation systems, that is, various 

ways to increase the efficiency of production behavior of the enterprise employees. 

However, there is another strong determinant of labor behavior – the internal 

motivation of personnel. The internal motivation of personnel is the employee's 

desire to perform the assigned work at the highest level, or vice versa, not do 

anything at all. Internal motivation explains why he or she prefers this or that type 
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of activity. External motivation directly affects the behavior, but its effectiveness is 

limited, as it is perceived as an incentive or pressure. When an employee starts a 

new job, most often, his or her internal motivation is strong and is the main factor 

his determining behavior in the workplace. For many people, a new job is a new 

task, a new obstacle that one wants to overcome, an opportunity to acquire new 

skills and abilities (Abramovich et al., 2019). 

 

The main objective of LLC "Novex" is to provide the necessary working conditions 

to the employees. For a positive influence on the internal motivation of its 

personnel, the company managers need to consider the factors of internal 

motivation: 

 

1) Use employees' skills that they value themselves. Any manager knows how 

dangerous it is to hire an employee, who is too qualified for the position. If he or 

she suddenly agrees to this for any personal reasons (for example, for financial 

reasons), then after a few months, he or she will get bored and start looking for an 

application to his/her talents in other areas of activity. Until he/she finds another 

job that is more appropriate to his profile, he/she might attempt to "hook up" the 

manager or interfere in others' work with advice. Recommendations on the use of 

this factor of motivation are to appreciate any skill of each employee. 

 

2) Consider the employee's ideas and initiatives. When starting a new job, 

employees usually suggest new ideas – from improving working methods to 

rearranging the furniture in an enterprise. The manager needs to listen and consider 

the proposed ideas, as he/she might find inspiration to part with the familiar 

working environment (Lincaru et al., 2018).  

 

3) A sense of adherence to the enterprise. This factor of motivation is most relevant 

for employees working as support staff. A sense of belonging to a common cause is 

a strong incentive for employees. By sacrificing their personal interests and time, 

they are ready to work towards achieving the goals of the enterprise. Therefore, it 

is necessary to involve such employees in corporate events, regularly inform them 

about what is happening in the enterprise.  

 

4) Recognize achievements and positive results of employees. The manager needs 

to notice any achievement of the employees, always encouraging them at least with 

verbal approval and support. In modern conditions, special attention should be paid 

to such factor of employees' behavior as internal motivation, although very often it 

remains neglected. This leads to negative consequences, hindering the effective 

work of personnel. 

 

4. Discussion 

 

The proposed tools of material and non-material motivation of personnel allow 

increasing productivity and, consequently, the profit of an enterprise. If previously 
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the employees were not interested in the labor process and showed an indifferent 

attitude to work, then after the introduction of these activities’ employees will 

become more active. Most of these incentives are costly and aimed at increasing 

revenues and profits. The authors assume that the implementation of all activities 

will increase the average annual revenue by 30%. The costs of implementing the 

motivation tools are shown in Table 4. 

 

Table 4. The cost of implementing motivation tools in a trading enterprise LLC 

"Novex" 
List of activities Solutions for the implementation 

of activities 

Annual costs, thousand 

rubles 

Material motivation Employee discounts on the 

company's products 

65 

Compensation of mobile 

expenses 

5 

Provision of vouchers to 

sanatoriums, children's camps, to 

employees with children under 15 

years 

70 

Non-material motivation Organizing corporate events 32 

Granting "Novex" gift certificates 

in the amount of 1000 rubles for 

the performance of personal 

indicators 

16 

Assigning employees to 

educational seminars and training 

courses in the nearest cities 

8 

Total  196 

 

Let us calculate the projected revenue from sales after the introduction of 

motivation incentives according to the formula (1): 

 

Pr = (Srl + (Srl × (Pir /100)))                                         (1) 

 

where Pr is the projected revenue from sales after the implementation of activities 

and limited to their influence, rubles; 

Srl – sales revenue for the last period, rubles; 

Pir – the projected increase in revenue from sales due to the implementation of the 

proposed program, %. 

Pr = (216,085 + (216,085 × (30/100))) = 280,910.5 thousand rubles 

 

Then let us calculate the economic effect of the introduction of remuneration 

incentives according to the formula (2): 

 

E = (Pr – Ci) – Srl                                                      (2) 

 

where E is the economic effect of the introduction of remuneration incentives, 

rubles; 
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Pr is the projected revenue from sales after the implementation of activities and 

limited to their influence, rubles; 

Ci is the cost of implementing the activities, rubles; 

Srl is sales revenue for the last period, rubles. 

E = (280,910.5 – 196) – 216,085 = 64,629.5 thousand rubles. 

 

Thus, it can be concluded that the economic effect of the proposed personnel 

motivation tools is positive since the costs of implementing the above methods 

amount to 196 thousand rubles against the increased turnover of 64,629.5 thousand 

rubles. The head of the trading enterprise "Novex" LLC must strive to create a 

favorable working atmosphere, by motivating the employees to: 

 

– high-quality work performance; 

– excluding any thoughts of theft or deception (in relation to customers and the  

   head of the company); 

– careful use of the equipment, maintaining order at the enterprise; 

– protecting the company's interests during off-hours; 

– taking responsibility for the team efforts. 

 

These measures to increase personnel motivation will result in more efficient use of 

the labor potential and increase enterprise competitiveness in the market. The 

established team and corporate spirit in the enterprise will lead to improved sales 

and the strengthening of friendly team relations, respect and loyalty to the 

company. 

 

5. Conclusion 

 

In general, motivation is a term used to explain the behavioral sequence of actions 

aimed at a specific target, which can vary depending on various circumstances or 

situations. The concept of "motivation" includes moments of activation, 

management, and implementation of targeted human behavior. Motivation can 

explain a person acts this way or another. The study has confirmed the relevance of 

the topic. The results show the role and importance of the motivation system in an 

enterprise, its impact on achieving business goals. 

 

Personnel motivation system is the weakest part of the trading company "Novex". 

Therefore, the authors suggest the company focus on the development of its 

motivation system. This implies developing in two directions: 

 

1) Improving material personnel motivation; 

2) Improving non-material personnel motivation. 

 

The activities to improve the system of personnel motivation in a trading enterprise 

include: 

– increasing the need for adherence in employees, both due to the possibility of  
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   corporate communication and through the development of teamwork, as well as  

   involving employees in the process of joint decision-making; 

– promoting the need for growth, development, self-expression in employees by  

   developing their professional skills, achieving high results, participation in the  

   enterprise activity; 

– progressive teambuilding; 

– increasing the employees' commitment to work, encouraging them to strive for  

   common corporate goals; 

 

By way of conclusion, it can be said that the improvement of the proposed system 

of personnel motivation will allow the company to create a favorable working 

atmosphere and eventually increase the turnover. 
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