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It has been established that many methods using qualitative and quantitative indicators are used to study the problem
of motivating the personnel of modern companies, assessing the level of motivation, efficiency and loyalty of employees.
Expert methods of analysis have gained particular popularity, as they make it possible to justify, explain and specify the
obtained results, using the experience of the expert group. Considerable attention should be paid to the process of forming
an expert group, determining the level of expertise of experts, planning their number. When using quantitative methods,
the emphasis is on the number of indicators that need to be calculated, on establishing permissible deviations from existing
normative values, on choosing a scale for scoring, forming ratings. Features, advantages and disadvantages of various
research methods of management problems in the management of the motivational component of personnel security of
business are summarized. It has been established that quantitative methods have such characteristics as the ability to com-
pare results over time, comprehensibility, and a high level of formalization, however, there are disadvantages such as the
complexity of the calculation and the large amount of data required for analysis. Qualitative methods are characterized by
such features as the possibility of obtaining expert information and comments, the absence of the need for complex calcu-
lations, the possibility of obtaining information from various sources, however, there is a risk of interpretation inaccuracies, a
low level of formalization of the methodical procedure and expertise of the expert. Internal research involves the possibility of
using information with limited access, specific data, high reliability of information for analysis, however, there is a possibility
of subjective interpretation and distortion and concealment of facts. External research is characterized by the profession-
alism of analysts and third-party experts, the absence of conflict of interests, objectivity and the possibility of comparison
with other practices and companies, however, there is a possibility of not being able to take into account the specifics of the
company's activities and the peculiarities of its management.
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Formulation of the problem in general terms. Staff
motivation is an important aspect of management, especially
in wartime conditions. On the one hand, the professional
personnel resource that remained at the enterprises needs
support, and its preservation, first of all, through the use of
traditional and innovative methods of motivation, becomes an
important management task. On the other hand, the state of
constant stress, anxiety, emotional and physical exhaustion,
in which all citizens of Ukraine are now without exception,
often makes it impossible to focus on professional tasks
and perform them competently, which raises the question

of finding new tools for motivating staff to work diligently as
well as new means for maintaining the loyalty of employees
in the conditions of the emergence and spread of all new
types of risks, which become triggers for changing the place
of work, residence, and dismissal of employees.

The above-mentioned applied problems of personnel
management should primarily be solved at the
theoretical and methodological level. It is important for
HR management to set the goal of identifying the interests
and desires of employees, to determine motivational factors,
as well as demotivators for the effective organization and
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implementation of the work process, to establish cause-and-
effect relationships in the actions or inaction of personnel
in order to skilfully correct them by means of managerial
and motivational influences. Personnel management or HR
management as separate fields of management science
have their own broad research areas, developed research
methodologies, tools and information base. However,
the variability and constant transformations of the HR
management process at the practical level require constant
updating of the concepts of personnel motivation, and in
particular, should apply to the methodology of researching
management problems in the management of the
motivational component of personnel security of business.

Analysis of recent research and publications.
Foreign researchers raise in their publications general
issues of the methodology of researching management
problems. Dzwigot H., Dzwigot-Barosz M. conduct
scientific research methodology in management sciences
[1], Bazeley P. studies mixed methods in management
research [2], Vivek R., Nanthagopan Y. conduct review and
comparison of multi-method and mixed method application
in research studies [3]. As for the problematic aspects of
personnel management and the methodology of their study,
Ustilovska A.S. conducted analytical studies of the modern
level of application of innovative methods of personnel
management [4]. The motivational component and its
methodological support are also actively studied by domestic
scientists. For example, Popadynets I.R., Kinash I.P.
offer a methodical approach to the study of motivation
as a factor in the development of the organization's
personnel [5], Furman D.H. specifies the theoretical and
methodological principles of the personnel motivation
formation at the enterprise [6], Ovcharuk O.M. takes care
of the transformation of the methodology of personnel
stimulation and motivation [7], Trehub K.M., Trehub Ye.M.,
summarize the problems and methods of improving the
motivation of the personnel of tourism companies [8].
In the context of the study of the issue of business personnel
security, it is appropriate to mention the publication of
Romanova O.V. devoted to the methodology for researching
the phenomenon of organizational commitment in the
personnel of medical institutions [9]. Problems of ensuring
personnel security are raised in the source [10].

Highlighting previously unresolved parts of the
overall problem. Regardless of the developed and
established canons and conceptual foundations of the
methodology of researching personnel management
problems in the scientific field, applied problems of
personnel motivation in modern companies pose new
theoretical and methodological challenges to scientists and
require well-founded answer. Issues of personnel security of
business are actualized by wartime trends, Ukraine's rapid
loss of intellectual and personnel potential, labour force,
and human capital. That is why the study of the research
methodology of management problems in the management
of the motivational component of business personnel
security is relevant and able to provide informational support
to everyone who aims to make balanced management
decisions in conditions of uncertainty.

BicHuk CymcbKkoro HauioHanbLHOro arpapHoro yHiBepcuTeTty

Formation of the objectives of the article. The purpose
of this publication is to specify the modern methodology for
researching management problems in the management
of the motivational component of personnel security in
business. In order to realize the set goal, several tasks
are singled out, in particular, to conduct an overview of the
most popular tools and approaches to the methodology of
researching management problems in HR management and
to establish the features, advantages and disadvantages
of various methods of researching management problems
in the management of the motivational component of
personnel security in business, to make assumptions about
the feasibility of their use in modern management science
and regarding the possible directions of their modernization.

Methods of research. During the study of the
available features of the methodology of identifying
current management problems in the management of the
motivational component of personnel security of business
and searching for opportunities to solve them in the
theoretical plane, the monographic method and the method
of content analysis of information from specialized scientific
literature were actively used. To clarify the features,
advantages and disadvantages of various methods of
researching management problems in the management of
the motivational component of business personnel security,
generalization and systematization techniques were used,
as well as a graphic method for visualizing the achieved
results.

Results of the study. When researching issues of staff
motivation in modern enterprises, managers use various
methods, most often in a combination of approaches of
quantitative and qualitative analysis of indicators that
characterize the state of staff stimulation for effective work,
the level of staff satisfaction with working conditions, the
amount of its payment, timeliness, climate in the team,
management attitude to subordinates, etc. Studying the
aspect of personnel security, we note that it is important
to combine both external and internal diagnostics, inviting
external experts to assess the state of staff motivation.
Despite the fact that companies usually try to keep such
information secret, only in front of an external expert will
employees be able to objectively and honestly answer
provocative questions, such as: Do you plan to change
your job? Are you satisfied with the level of management?
Do you keep a work-life balance? Is there discrimination in
the team (are there signs of ageism, nepotism, bullying)?
etc. And if the goal of the company manager is to obtain
a reliable assessment of the state of staff security, its
motivational component, in this case it is necessary to resort
to outsourcing or out staffing to conduct a comprehensive
and objective study.

Studying and applying methods of researching problems
of modern personnel management, Ustilovska A.S. suggests
using the tools of praxeology. «Praxeology — is the science
of organizing and managing any human activity in order
to optimize it, to improve its efficiency» [4, p. 222]. In the
context of his own analytical research, Ustilovska A.S. uses
such methods as cluster analysis and expert survey (it is
noted that the main condition for the application of the expert
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method is the selection of highly qualified experienced
specialists and leading scientists in the analysed field, and the
suggested approximate number of such experts, sufficient
to ensure the reliability and scientific value of the research —
10-20 people). Also, a feature of the expert method is the
need to estimate the average degree of agreement of the
opinions of all experts using the concordance coefficient
for the case when there are related ranks (the same rank
values in the assessments of one expert) [4, p. 223].
The researcher also indicated the expediency of using
the growing total method to form a general evaluation
indicator [4, p. 231].

Popadynets |.R., Kinash |.P. at the level of using
the expert method during the study of the state of staff
motivation at enterprises suggest using the method of self-
diagnosis of the individual, which consists in «independent
assessment by the individual of his own degree of
satisfaction with motivation factors on a five-point scale; the
obtained data are summarized and the degree of motivation
is determined on a scale» [5, p. 178-179]. For the use of
this method, a problematic issue may be the development
of a questionnaire for conducting a diagnostic procedure,
ensuring the anonymity of the survey, as well as the need
to provide clear instructions to respondents on filling out
documents, providing answers to questions, etc., which
requires professional methodological training from the
initiators of such studies.

Such amethod of studying the effectiveness of employees
as evaluating their achievement of predetermined key
performance indicators (KPI) is gaining popularity. Such
assessment is quantitative, it occurs by comparing the
planned value of the indicator with the actual one, determining
the deviations, often in percentages. For motivation, such an
assessment serves as an information basis for determining
the expediency and size of the employee’s incentives,
taking into account the fulfilment or non-fulfiiment of the
set tasks. The advantages of using the KPI system are
the ability to establish the level of employee participation
in the achievement of general and specific goals of the
company, both strategic and tactical, the ability to compare
results in retrospect in order to establish progress, and the
disadvantages are the linking of the indicator to a specific
deadline and time of its implementation and the inability to
measure with KPIs such achievements that are mutually
exclusive. It is worth remembering that the number of such
indicators that will be set before the employee should be
small, and the deadlines for their implementation should be
clear and specific.

To the calculation of KPI in the context of personnel
evaluation, the calculation of OKR (Objectives and Key
Results) can be added to analyse the level of achievement
by the employee of his strategic goals, for example, the
benchmarks declared in his individual career trajectory.

Statistical indicators calculated at the national or regional
levels can serve as a basis for comparing quantitative
indicators of staff motivation. I.R. Popadynets, |.P. Kinash
note: «Evaluating the level of motivation of employees
as an indicator of the effectiveness of managerial work is
considered in comparison with the indicators of economic

development and the standard of living of the population: the
minimum wage and the living wage» [5, p. 180].

Romanova O.V. suggests to use various questionnaires,
scales and subscales, point evaluations to confirm or
refute the statements offered to respondents to assess
the level of commitment of personnel to the company
[9, p. 101]. Usually, the disadvantages of this method are:
too many questions that tire the respondent and too many
possible answer options (for example, when a point scale
from 1 to 10 is used and each point corresponds to a
specific statement or situation, the description of which the
respondent needs to read and think about).

Figure 1 presents the features, advantages and disadvan-
tages of various methods of researching management
problems in the management of the motivational component
of business personnel security.

After assessing the level of employee motivation, a
new methodological challenge is the selection of personnel
stimulation methods. In particular, Ovcharuk O.M. states
that «the choice of the method of stimulation is determined
by the situation» [7, p. 51], but it is worth to add that
stimulation also depends on the resource base available
to the enterprise and on the information that the manager
has about the employee — his needs, interests, preferences,
motives for work. To obtain this information, the methods
of questionnaires, surveys, monitoring and observation
mentioned above are actively used. It is important that the
periodicity of updating and supplementing information about
employees is established at the management level of the
enterprise. The relevance of data plays a large role in the
study of the problem of managing personnel motivation in
the context of ensuring business personnel security.

Conclusions. The study of the research methodology
of management problems in the management of the
motivational component of business personnel security
made it possible to draw the following important conclusions.

1. As a result of the content analysis of scientific
publications of foreign and domestic scientists, it was
established that many methods using qualitative and
quantitative indicators are used to study the problem of
stimulating the personnel of modern companies, assessing
the level of motivation, efficiency and loyalty of employees.
Expert methods of analysis have gained particular popularity,
as they make it possible to justify, explain and specify the
obtained results, using the experience of the expert group.
However, expert methods have a low level of formalization,
and therefore, wide opportunities for both collecting and
interpreting the obtained results. Therefore, considerable
attention should be paid to the process of forming an expert
group, determining the level of expertise of experts, planning
their number, etc. When using quantitative methods,
emphasis is placed on the number of indicators that need to
be calculated, on establishing permissible deviations from
existing normative values, on choosing a scale for scoring,
forming ratings, etc.

2. The features, advantages and disadvantages of
various methods of researching management problems
in the management of the motivational component of
business personnel security are summarized, in particular,
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Research methods of personnel

[ Quantitative methods

management and motivation problems

Calculation of indicators of
personnel turnover and
personnel movement

Structural, trend, factor
analysis of labor costs
and bonuses

Personnel risk assessment
methods

Employee self-diagnosis

Questionnaires
(using developed or borrowed
questionnaires)

Expert method (expert survey,
observation)

Competence mapping

Graphical methods and Gantt
chart for planning career
trajectories

Ability to compare results over time,
comprehensibility, high level of formalization,
however, calculation complexity, large amount of
required data

i

[ Qualitative methods

The possibility of obtaining expert information and
comments, the absence of the need for complex
calculations, the use of information from various

sources, however, possible inaccuracies of
interpretation, a low level of formalization and
expertise

[ Internal research

The possibility of using information with limited

\| access, specific data, high reliability of information

for analysis, however, there is a possibility of
subjective interpretation and distortion and
concealment of facts

[ External research

Professionalism of analysts and third-party experts,
lack of conflict of interests, objectivity and the
possibility of comparison with other practices and
companies, however, there is a possibility that the
analyst will not be able to take into account the
specifics of the company's activities and the
peculiarities of its management

I
!
T

Figure 1. Features, advantages and disadvantages
of various methods of researching management problems in the management
of the motivational component of business personnel security

Source: compiled by the authors

such as the expert method (expert survey, observation),
graphic methods and the Gantt chart for planning career
trajectories, mapping competencies, questionnaires (using
developed or borrowed questionnaires), structural, trend,
factor analysis of labour costs and bonuses, personnel
risk assessment methods, employee self-diagnosis,
calculation of personnel turnover and personnel movement
indicators. It has been established that quantitative
methods have such characteristics as the ability to
compare results over time, comprehensibility, and a high

level of formalization, however, there are disadvantages
such as the complexity of the calculation and the large
amount of data required for analysis. Qualitative methods
are characterized by such features as the possibility of
obtaining expert information and comments, the absence
of the need for complex calculations, the possibility of
using information from various sources, however, there
is a risk of inaccuracies in the interpretation, a low level
of formalization of the methodological procedure and
expertise of the expert.
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3ayocoea Hamanis BonodumupieHa, 00KMOP €KOHOMIYHUX Hayk, npoghecop, Yepkacbkuli HauioHanbHUl
yHigepcumem iMeHi bo20aHa XmernbHuYbKo20

Hocanb Hamanisi CepeiigHa, dokmop eKOHOMIYHUX HayK, npoghecop, HYepkacbKuli HauioHanbHUl yHigepcumem iMeHi
BoedaHa XmenbHUYbKO20

Kimnuk Bacune Mukonatiosu4, acripaHm, 3006ysay cmyreHs dokmopa pinocoii, HYepkacbkuli HayioHanbHuUl
yHigepcumem imeHi bo20aHa XmernbHuYbKo20

METOZO/OrIsA A[OC/IAXEHb [MPOBJIEM MEHEOXMEHTY B YMPABJIIHHI MOTHUBALIAHOKO
CKIIAQOBOIO KAQPOBOI BE3INEKU BI3BHECY

BcmaHosneHo, wo 0na 0ocnioxeHHs1 npobremu CmuMy8aHHS MepCcoHay Cy4acHUX KOMMaHil, OUiHI08aHHS PiHs
mMomuseauji, ecpekmusHocmi ma fosiIbHOCMI NpauieHUKie 8UKOpUCMosyembcsi bazamo Memodia, Wo onepytoms SIKICHUMU
ma KirbKicHuUMU rnokadHukamu. Ocobnueoi nonynspHocmi Habyu ekcriepmHi Memodu aHasi3y, OCKiflbKU 80HU 0aromb 3Mo2y
06rpyHmysamu, nosicHUMU ma KOHKpemu3sysamu ompuMaHi pe3yribmamu, i3 8UKOPUCMAaHHAM Hasi8HO20 y eKcriepmHol
epynu docsidy. 3HauHy ysacy nompibHo npudinamu npouecy hopMysaHHs eKCriepmHOi 2pymu, 8U3HaYEHHKO PiGHS KoMre-
meHmMHOCMI ekcriepmie, rnnaHyeaHHHo ix Kinbkocmi. [pu ukopucmaHHi KifibkicHux memodie akueHm pobumscs Ha yuchi
MOKa3HUKie, siKi TompibHO po3paxysamu, Ha 8CMaHOBEHHI A0MyCMUMUX 8i0XUNEHb 8i0 ICHYHOYUX HOPMaMUBHUX 3Ha4YeHb,
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Ha obpaHHi wkanu 0nsi 6annbHO20 OUiHBaHHs, (hopMy8aHHs pelimuHeig. Y3azanbHeHO ocobrugocmi, nepesasu ma Hedo-
niku pisHux memodie AocnioxeHb npobrem mMeHedXMeHmy 8 ynpaeriHHi MomueauyiliHo cKadogow Kadpoeoi besrneku
6isHecy. BcmaHoeneHo, wo 0515 KinbKicHUX Memodie mpumamaHHi maki xapakmepucmuku, sk 30amHicmb 00 MOpPI8HSIHHS
pesyribmamig y 4aci, 3p03yMinicme, 8UCOKUU pieeHb ghopmanisauii, 00HaK, icHytomb maki HedormiKu, K cknadHicmb pospa-
XYHKY ma eefiuka Kirbkicmb nompibHux Onsi aHanisy daHux. [nsa sikicHux Mmemodie enacmuei maki pucu, siKk MOX/ueicmb
OMpUMaHHS eKcriepmHoi iHghopmayjii ma KomeHmapis, 8idcymHicmpb HeobXiOHOCMI CKnaGHUX pO3paxyHKie, MOX/ugicmb
ompumaHHs gidomocmed i3 pi3HUX Axeper, 00HaK, ICHYe pU3uK HeMOYHOCMeU mpakmyeaHHsI, HU3bKUU pieeHb ¢hopmariisa-
uit MemodOuyHoi npoyedypu i haxosocmi ekcriepma. BHympiwHi docnidxeHHs nepedbayaromb MOXIIUBOCMI BUKOPUCMAHHS
iHgbopmauii 3 obmexeHum docmynom, crieyudbiyHuXx daHux, 8UCOKy 00CMOoBIpHiCMb iHGhopMauii Ons aHanisy, o0HaK, icHye
UmosipHicmb cyb’eKmugHO20 mpakmyeaHHs ma CriomeopPeHHs | Mpuxosy8aHHs1 (hakmie. 308HiwHe AOCMIOKeHHs Xapak-
mepusyromb MpoghecioHaniaM aHaimukie i CmOopPOHHIX eKkcriepmig, 8idcymHicmb KOHGIIkmy iHmepecie, 06’ eKmugHicmb
i MOXIIUBICMb MOPIBHSIHHSA 3 IHWUMU fpakmuKkaMu | KOMMaHisaMu, 00HaK, icHye (iMO8ipHiCmb He 30amHocmi epaxysamu
crieyuepiky OisinbHocmi KomnaHii i 0cobugocmi i MeHedXMeHmy.
Knrovoei crioea: Memodonoais, MeHeOXXMeHm, Hayka yrpasrniHHs, kadposa be3rneka bi3Hecy, Momusauisi nepcoHany.
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