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Аннотация 

Статья посвящена исследованию особенностей системы мотивации труда ИТ-специалистов. Уточ-

нены подходы к трактовке понятия «мотивация» отечественными учеными. Определены три группы ме-

тодов осуществления мотивации работников, указано, что в любых сферах деятельности методы мотива-

ции подобны, однако существует ряд факторов, которые влияют на степень удовлетворения потребностей 

работников. Также исследована динамика изменения количества работников ИТ-сферы и выделены ппро-

фессиональные компетенции ИТ-специалистов. Приведены четыре основные этапы создания системы мо-

тивации работников ИТ-сферы и факторы, определяющие уровень комфорта работы в компании. Рассмот-

рены основные мотивационные факторы в разрезе работы с IT-персоналом. 

Abstract 

The article is devoted to the study of the features of the labor motivation system for IT specialists. Approaches 

to the interpretation of the concept of "motivation" by Ukrainian scientists have been clarified. Three groups of 

methods for motivating employees have been identified, it is indicated that in any spheres of activity, the methods 

of motivation are similar, but there are a number of factors that affect the degree of satisfaction of the needs of 

employees. Also, the dynamics of changes in the number of IT workers is studied and the Professional competen-

cies of IT specialists are highlighted. The four main stages of creating a motivation system for IT workers and the 

factors that determine the level of comfort in a company are given. The main motivational factors in the context 

of working with IT-personnel are considered. 

Ключевые слова: мотивация, система мотивации, стимулирования, потребности, работники, ИТ-

сфера, ИТ-специалисты. 

Keywords: motivation, system of motivation, stimulation, needs, workers, IT sphere, IT specialists. 

 

Problem statement. Ukraine's economy is be-

coming more open and globalized. New enterprises, 

goods and services that use or are the product of the 

latest technologies appear on the Ukrainian market. To-

day in Ukraine, as well as around the world, it is diffi-

cult to find a large company that would not think about 

the possibilities of digitalization of business. Industry-

leading companies are already actively implementing 

digital transformation programs to increase productiv-

ity, launch new products and develop digital channels 

of interaction with customers and suppliers. 

At the same time, the requirements for the speed 

of launch of new goods and services are growing. Com-

panies are actively attracting additional employees in 

IT and digital specialties, but today there is a shortage 

of highly qualified personnel in many areas. The IT sec-

tor is characterized by a particularly high level of com-

petition for the best staff. Unlike other industries, the 

labor market in IT is unlimited geographically: the pos-

sibility of remote work is one of the features of this 

area, not only Ukrainian companies compete for spe-

cialists, but also companies operating in foreign mar-

kets. Given the shortage of staff needed to implement 

strategic initiatives, there is a problem of attracting and 

retaining IT professionals. 

However, the complexity and contradictions of the 

transformation processes in modern society has led to 

significant interest in new social realities in the field of 

labor, including the development of new industries in 

the labor market. Information technology today is one 

of the most dynamically developing areas. The demand 

for IT specialists is quite high, including from foreign 

companies. Thus it is possible to speak that in the given 

branch the features of work with the personnel, includ-

ing its motivations are formed also. Due to this, the sci-

entific and practical interest in the study of labor moti-

vation of employees in the IT field is explained by its 

specifics, different levels of motivation to work, the pe-

culiarities of social stratification and the state level for 

themselves. 

Analysis of recent research and publications. 

The issue of staff motivation in the field of labor is the 

subject of study of many domestic and foreign scien-

tists. The study was based on the works of foreign sci-

entists - the founders of the theory of motivation, in-

cluding J. Adams, V. Vroom, V. Gerchikov, F. Her-

zberg, I. Ilʹyin, E. Lokk, E. Louler, D. Mak-Hrehor, D. 

Mak-Klelland, A. Maslou, E. Meyo, M. Meskon, H. 

Murrey, D. Nadler, V. Ouchi, L. Porter, F. Teylor and 

others. The scientific basis of the study was also the 

ideas of the founders of Ukrainian economic thought - 

V. Vernadsky and M. Tugan-Baranovsky. Among the 
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modern authors who have devoted their publications to 

the problems of staff motivation, we should mention 

such as Hrinʹko I.M., Zolotarʹova D.R., Kaletnik H.M., 

Mazur A.H., Maslosh O.V., Ovsyuk N.V., Sikun O.A., 

Chernyavsʹka YE.I., Yurchuk N.P. and other. Such 

Ukrainian scientists as H. Fedoryshyn, YU. Boyarchuk 

and others dealt with the problem of motivating the 

work of IT specialists. 

However, the dynamic development of this area 

determines the need for further research in this area. At 

the same time, empirical measurements that allow for a 

clearer organization of staff motivation in the field of 

IT remain rare. 

Formulation of the goals of the article. The pur-

pose of the article is to study the content, structure and 

features of the motivation of IT professionals at the pre-

sent stage of development. 

Presentation of the main material of the re-

search. In recent years, the demand for qualified IT 

professionals is not just stable, but constantly growing 

and now it far exceeds supply (because in today's con-

ditions, the development of any enterprise is associated 

with its IT infrastructure, which, of course, requires ser-

vice). 

The draft Strategy for the Development of Higher 

Education of Ukraine, developed by the Ministry of Ed-

ucation and Science of Ukraine, states that the trend to-

wards neo-industrialization, implementation of the con-

cept of Industry 4.0, pervasive development of IT tech-

nologies, environmental problems in the next 5-10 

years will change the landscape of most popular profes-

sions. Among the most popular specialties will be those 

related to IT and data: design "smart environment", 

"smart buildings"; programmer; data analyst; specialist, 

cybersecurity analyst; block chain technology devel-

oper; virtual, augmented reality developer; digital con-

tent specialist; digital linguist [1]. 

Today, the demand for IT professionals is higher 

than the supply, it is very difficult to find and retain 

qualified professionals in the company. And this is the 

situation not only in Ukraine, but in the whole civilized 

world. 

The specificity of the IT sector is that IT compa-

nies regularly hire new employees and with the same 

regularity for various reasons, employees leave it. The 

average term of an IT specialist at one place of work is 

one and a half to two years. Thus, every year a certain 

part of the company's staff is updated. The quality of 

work of specialists and the level of their productivity 

are in a very wide range. In such a dynamic state are 

abstracted from specific professionals and talk about 

the resource pool, which means a set of employees of 

all necessary specializations and skill levels required to 

perform all relevant and planned projects of the IT com-

pany. 

The current employer in the IT field is aware of its 

dependence on professionals, it is ready to motivate and 

protect the team, and therefore takes into account ma-

terial, social and career demands. 

From a management point of view, before requir-

ing professionalism and high performance from em-

ployees, it is necessary to first provide them with sup-

port and the opportunity to become better and more ef-

ficient. In this case, the company must take care of the 

development and training of employees to achieve high 

results [2]. The system of motivation and stimulation of 

personnel in the organization affects the labor, social 

and creative activity of each employee, the end result 

of the entire organization. With effective motivation, 

the organization can increase its economic potential, 

the attractiveness of the profession for employees, as 

well as improve the relationship between management 

and subordinates [3]. 

As for the very concept of "motivation", it does 

not have a clear definition. Well-known authors have 

devoted their scientific works to this problem. In the ta-

ble. 1 presents some definitions of the concept of moti-

vation proposed by Ukrainian scientists. 

Table 1 

Analysis of the definition of "motivation" in scientific works 

№ Author (s), source Definition 

1 N.V. Ovsyuk [4] 
It is the inner desires and goals of a person that motivate him to act in a certain direction to 

achieve the goal 

2 

H. Fedoryshyn, 

YU. Boyarchuk 

[3] 

Is one of the leading functions of management, as the achievement of the main goal de-

pends on the coherence of the people in the team 

3 
Economic ency-

clopedia 

It is a person's motivation to work, which is the resultant system of internal motivating ele-

ments, such as needs, interests, values, on the one hand, and on the other - environmental 

factors that are reflected and fixed by human consciousness, that is, external stimuli that 

motivate activity 

4 
T.A. Zamfirova 

[5] 

This is the function of management, which is to form incentives to work in employees (en-

courage them to work hard), as well as long-term action on the employee to change the 

given parameters of the structure of his values and interests, forming an appropriate moti-

vational core and development on this basis labor potential 

5 O.A. Sikun [6] 
It is a kind of set of internal and external factors that push the employee to work effectively 

in order to achieve the goal of the enterprise. 

6 

N.P. Yurchuk, 

D.V. Zakharchuk 

[2]  

This is an activity aimed at activating the people working in the organization to work more 

effectively. This definition shows the close relationship between managerial and individual 

psychological content of motivation. 

Source: generalized by the author on the basis of the cited literature 
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Thus, based on the analysis of interpretations by 
domestic scientists of the concept of "motivation", we 
can say that on the one hand, motivation is a kind of 
system (creating a system of motivation of one or more 
employees), and on the other - as a process (long-term 
impact on employees to ensure changes according to 
certain parameters. 

The most important subjects of the motivation sys-
tem are managers of all levels of enterprise manage-
ment, who encourage their subordinates to work effec-
tively. At the same time, the leader as a subject of the 

motivation system can be its object for the head of the 
highest management level. The success of business en-
tities is primarily influenced by its leaders, who have a 
creative mindset, the ability to take risks and influence 
employees [6]. 

Yurchuk N.P. and Zakharchuk D.V. [2] in their re-
search offer a scheme of staff motivation process for a 
clearer understanding of the motivation process 
(Fig. 1). 

 
Fig. 1. The process of staff motivation 

Source: [2, p. 66] 
 
Today, scientific sources present a large number 

of theories and concepts of staff motivation A. Maslou, 
D. Makklellanda and F. Hertsberha, N. Khouva i V. 

Shtrausa. Their comparative analysis is carried out in 
table. 2. 

Table 2 
Comparative analysis of basic and modern theories of motivation 

Criteria A. Maslow's theory D. McClelland's theory F. Herzberg's theory 
Generation theory (N. 

Howe, W. Strauss) 

Component of 
theories 

Needs are grouped, ar-
ranged hierarchically 
in the form of a pyra-
mid. 

Certain groups of needs 
have been identified. 
There is no hierarchy of 
needs. 

Two groups of factors 
are identified, namely 
hygienic and motiva-
tional. 

Employees are grouped, 
each group is offered its 
own incentives. 

Scope 
It is difficult to adapt 
in management prac-
tice. 

Through the satisfaction 
and development of the 
needs of managers. 

It has been used ef-
fectively in organiza-
tions, but there have 
been critical remarks 
about research meth-
ods. 

It is used in modern en-
terprises. 

Advantages 

People's motivation is 
determined by a wide 
range of their needs, 
so employees should 
be monitored to iden-
tify them. 

Needs groups are not mu-
tually exclusive and are 
not hierarchical. Manifes-
tations of the impact of 
these needs on human be-
havior depend on their in-
teraction. 

Managers must first 
pay attention to the 
factors 
that cause dissatisfac-
tion, so you should 
strive for positive re-
sults. 

Allows you to plan the 
company's staffing needs 
and forecast the involve-
ment of specialists. 

Disadvantages 

Individual features and 
differences of people 
are not taken into ac-
count. It is not neces-
sary to meet a person's 
higher level of needs 
according to the pyra-
mid. 

The mechanism for meet-
ing the needs of the lower 
is not shown 
equal. Insufficiently taken 
into account the individ-
ual characteristics of each 
employee. 

The same factor can 
be satisfying 
one person and dissat-
isfaction with an-
other. 

The conditionality of the 
proposed classification 
and the controversial 
distribution of incentives 
for the generation to all 
employees of a certain 
age group. 

Source: [7] 

Internal motivation  

(conscious motivation to act) 

Need (need, care, need realized by the em-

ployee) 
Purpose (consciously chosen means to meet 

needs) 

External motivation (ability of the selected 

object to satisfy the need) 

The result of activities to meet the needs: 

1) complete satisfaction; 

2) partial satisfaction; 

3) lack of satisfaction 

Activity (a form of behavior in which the 

abilities of the individual are revealed) 
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According to these theories, the basis of human 

motivation among other needs is the balance between 

success and avoidance of failure. Therefore, the need to 

succeed, which is quite important in the motivation sys-

tem, encourages the worker to perform better than the 

existing standards of performance (for example, time of 

development or the number of products or tasks). 

The need to succeed presupposes the avoidance of 

possible failures, and their ratio, being complementary, 

indicates the strength of this need in the worker. In 

terms of the theory of motivation, quite often the first 

desire is referred to as the motive for success, and the 

second - the motive to avoid failure. After all, the pre-

dominance of the motive of success corresponds to a 

high level of need to succeed, and the predominance of 

the motive of avoidance - a low level [7]. 

Staff motivation is one of the functions of manage-

ment, along with such as planning, organization, con-

trol, decision-making, so it requires certain gradual 

methods of its effective implementation. There are 

three types of motivation methods: organizational and 

administrative; social (intangible); economic (mate-

rial). 

There are three groups of methods of motivating 

employees: 

1. Economic methods (direct; indirect). 

2. Organizational and administrative methods. 

3. Social methods. 

Direct economic methods of employee motivation 

include: 

 various forms and systems of remuneration; 

 awards for rationalization; 

 allowances for length of service, qualification; 

 profit sharing, etc. 

Indirect economic methods are: 

 payment for tuition, transport and rent; 

 preferential meals, pensions, health insurance; 

 financing of vacations, sanatorium treatment; 

 valuable gifts; 

 economic support of personal interests (sports, 

hobbies, hobbies) and others. 

Organizational and managerial methods of moti-

vating employees include such methods as: 

 flexible work schedules; 

 programs to improve the quality of work; 

 discipline support; 

 labor protection; 

 changes in the mode of operation; 

 method of complicity in the affairs of the firm. 

Social methods of motivating employees involve 

the implementation of important measures, namely: 

 favorable and safe working conditions; 

 high evaluation (announcement of gratitude, 

awarding of diplomas); 

 opportunity for professional development; 

 friendly atmosphere in the team; 

 corporate culture; 

 holding solemn meetings; 

 participation in decision-making [8]. 

Methods of motivating employees in any field of 

activity are similar, but there are a number of factors 

that affect the degree of satisfaction of the needs of em-

ployees of a company depending on the degree of qual-

ification, difficulty and harmfulness of work and so on. 

Due to the rapid development of the information soci-

ety and the digitalization of the economy, it is important 

to consider the system of motivation of IT profession-

als. 

According to a study by Ukrainian IT company N-

iX, there are currently about 4,000 companies in the IT 

industry in Ukraine. The IT sector in our country is 

growing by about 26% every year. In 2019, the number 

of specialists amounted to 200,000, which means that 

next year their number may reach approximately 

220,000 (Fig. 2) [9]. 

 
Fig. 2. Dynamics of change in the number of IT employees 

Source: [3] 
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According to researchers, the structure of profes-

sional competencies of IT professionals should include 

more the ability to identify and formalize tasks that can 

be solved using information technology than the pos-

session of specific technologies, although, of course, 

the latter is also necessary. This is due to the fact that 

the cycle of technology change is much shorter than the 

period of training a specialist in this field of knowledge. 

The optimal structure of professional competencies of 

a specialist in the field of IT includes: 

1. Use of general and special software. 

2. Conducting analytical activities in the field of 

application. 

3. Execution of works on the decision of network 

and communication problems. 

4. Application software development. 

5. Technical support. 

6. Ensuring IT security of information systems. 

7. Organizational support of design and research 

work in the field of IT technologies. 

With such features of this professional group, it is 

necessary to take into account some stages of develop-

ment of the system of employee motivation and its ele-

ments from a practical point of view. Work on creating 

a system of motivation can be divided into four main 

stages. 

1. Analysis of the existing system of internal rela-

tions of employees and their work motivation. 

2. Development of general principles of employee 

motivation, payment system and incentives. 

3. Coordination and discussion of the developed 

approaches and principles of systems of motivation and 

stimulation with all links of the management of the or-

ganization. 

4. Design and implementation of staff incentives. 

An important issue in determining an effective 

system of motivation of IT workers is the feeling of 

comfort in the workplace. Thus, the international per-

sonnel portal HeadHunter Ukraine together with 

DOPOMOGA IT & Telecom Resources conducted a 

survey on the databases of IT specialists is not a topic 

of motivation in work, but what factors ensure the com-

fortable work of IT specialists in the company. Factors 

that determine the comfort of working in the company 

[10]: 

High wages - 50.58%. 

Opportunity to study promising technologies, to 

grow promisingly - 67.77%. 

Good team - 67.36%. 

Interesting tasks - 63.22%. 

Career opportunity - 59.05% / 

Free schedule, independent projects - 45.04%. 

Stability of work - 42.28%. 

Technical equipment of the workplace - 38.02%. 

Status and brand of the company - 16.94%. 

Other - 1.24%. 

The set of main motivators, in general, is quite 

standard - high salary, good team, opportunity for pro-

fessional growth, interesting tasks. The status and 

brand of the company are the least important for the 

comfortable work of IT specialists. 

A study by DOU [11] in 2020 found that most IT 

professionals are satisfied with their salary. 18% of re-

spondents do not like the income level. The largest per-

centage of dissatisfied among SysAdmin, Support, Jun-

ior QA, Junior SE, Designer, Marketing. The most 

completely satisfied (over 40%) among System Archi-

tect, Team / Technical Lead, Senior SE. 

Note that one of the lowest levels of salary dissat-

isfaction in Data Science. Many young people in this 

field, given the median age of 25 years. If we take the 

answers of only respondents under 25, the ratio of dis-

satisfied and satisfied remains unchanged. If you look 

at trends in vacancies, the proposals for beginners in 

Data Science is not so much. So, most likely, more or 

less experienced specialists enter this field, and the 

level of competition for vacancies is not very high. All 

this together keeps salaries at a satisfactory level for al-

most all participants in Data Scientist 15% of respond-

ents experienced a reduction in salary due to quaran-

tine. And for 8% reduction in income was more than 

15%. The worst situation among system administrators: 

salary reduction of 30% of respondents, of whom 4.5% 

indicated that the salary is not paid at all until the end 

of quarantine. Also, a high percentage of non-payment 

by designers - 3.7%. 

Interestingly, junior testers and developers felt the 

negative impact of quarantine in the least: their salaries 

were more actively increased than others and reduced 

less than others. 

Most IT professionals have only one source of in-

come - salary. Part-time jobs are most common in De-

signer, SysAdmin, Product Manager, Data Science, 

Marketing, DevOps and System Architect. Interest-

ingly, the lowest percentage of professionals with addi-

tional sources of income is among the QA group. 

In general, IT professionals have a stable financial 

position even in a coronary crisis: only 5% of respond-

ents indicated that they spend more than they earn. In-

stead, almost 70% save. The worst financial situation 

among Support, Junior QA, SysAdmin, Designer, HR - 

they have a number of those who have a negative finan-

cial situation, more than 10%. 

Almost a quarter of Senior PMs have two higher 

educations, and the largest number of PhDs among 

Data Scientists is 9.4%. There were no respondents 

with secondary education among Business Analyst, 

SysAdmin and Data Science. Instead, the largest num-

ber of specialists with secondary education (from 3 to 

4%) among Support, DevOps, System Architect. 15% 

of respondents do not have time for professional devel-

opment. Most of these specialists are among Senior QA 

- 20%. In general, most often IT specialists, both tech-

nical and non-technical, read specialized literature and 

attend trainings and courses [11]. 

It is necessary to motivate IT specialists, regard-

less of their function at the enterprise. First, the infor-

mation technology market is developing quite actively 

even today, despite the economic crisis and significant 

staff reductions, as every company needs IT specialists. 

Secondly, the professional self-awareness of IT spe-

cialists has recently grown considerably - if earlier var-

ious actions aimed at increasing staff motivation were 

perceived by them without enthusiasm, modern IT spe-

cialists are interested in both tangible and intangible 
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motivation of their work and enough. well aware of 

their own importance to the enterprise. 

So, let's consider the main motivating factors in 

terms of working with IT-staff, which highlights the 

HR specialist A. Butusevych: 

1. Wages. It is considered that the simplest and 

most effective motivation for any work is a high salary. 

For IT professionals, the level of monthly financial 

compensation really plays an important role. Quite a lot 

of IT specialists who are going to change their current 

place of work and are actively looking for a new one, 

in interviews the reason for such a search is called a low 

(inappropriate to the market) salary level. IT specialists 

working in the field of software development and fi-

nance receive the most, and sales and production re-

ceive the least. Among the important factors influenc-

ing the level of salaries of IT workers are the availabil-

ity of specific knowledge and skills, specialized 

training and various certificates. 

Thus, we can conclude that the level of salary is 

very important for IT professionals, but to increase and 

maintain the level of motivation and, consequently, the 

efficiency of employees, it makes sense to introduce a 

bonus or bonus money [12]. 

2. Competent manager. Unlike many other catego-

ries of staff, for IT professionals, the professional qual-

ities of a leader are of great importance. The general 

problem of employees of the IT industry in their isola-

tion and inhumanity, and any company - is, above all, a 

cohesive team, the only mechanism. And the infor-

mation technology department is a rather separate sub-

division, it has its own rules, its own style of communi-

cation, pronounced specifics of interests, etc., and only 

a competent manager will be able to become an effec-

tive motivating factor for people. 

The immediate supervisor, in addition to strong 

leadership potential, must have fundamental 

knowledge and experience in the field of information 

technology. If he shows incompetence in solving tech-

nical issues - his reputation can fall sharply in the eyes 

of IT professionals, which can negatively affect their 

motivation, and in the future will be reluctant to work 

under his leadership. 

Also, the head of the IT department or group 

leader must be able to listen to their subordinates and 

give constructive feedback. In the work of an IT spe-

cialist, which by its nature is creative, new ideas and 

extraordinary visions of problem solving often arise. 

Such a spontaneous initiative must be properly sup-

ported, otherwise it may disappear along with the mo-

tivation of the employee. That is why it is so important 

for the head of the information technology department 

to find an opportunity to communicate with his subor-

dinates, to be attentive to ideas and to support their ini-

tiative [12]. 

3. Social package. A popular supplement to the 

salary is the social package, which refers to the material 

motivation of work. Today, companies offer social 

packages, which may consist of components such as 

health insurance and accident insurance, mobile com-

munications, lunches, fitness, business laptop, home In-

ternet, tuition compensation, discounts on goods / ser-

vices, producing / provides the company, etc. Also, 

many companies offer to reimburse travel and food 

costs, calling it a compensation package. However, not 

all of these benefits are equally important for the IT 

professional. 

Yes, many IT professionals are quite cool about 

health insurance and the opportunity to visit a fitness 

club / pool - they simply do not have enough time for 

illness and sports. Mobile compensation and discounts 

on goods and services within the company are more 

popular. Lunches delivered to the office are very im-

portant for this category of specialists (especially they 

will be appreciated by programmers who often face 

continuous operations, and leaving the office during 

lunch can greatly distract them from the task, which 

will negatively affect the project time). 

Also quite important are such benefits as a busi-

ness laptop and paid by the company home Internet. By 

adding such components to the social package, the 

company wins twice - first, it supports the motivation 

of the employee and his loyalty, and secondly, he will 

be able to remotely solve problems that arise at work at 

any time of day. 

In addition, in recent years, IT professionals are 

more loyal to employers who fully or partially compen-

sate for specialized IT training: obtaining professional 

certificates, training courses. The benefits of an enter-

prise that receives more professional employees are dif-

ficult to overestimate. Based on the above, we can con-

clude that the social package for the IT-specialist has 

its own distinctive features and should be developed as 

individually as possible [12]. 

4. Convenient office location. A fact that once 

again confirms that the market of experienced IT pro-

fessionals is dominated not by employers but by em-

ployees: professionals are relaxed and can afford to 

choose a place of work closer to home. This trend is, of 

course, more relevant for large cities, where program-

mers do not want to spend a lot of time on the road, 

realizing that much of the problem can be solved re-

motely. 

5. Work schedule. The popularity of the conven-

tional work schedule "from 9:00 to 18:00" has been de-

clining recently. Greater flexibility in the schedule will 

please IT professionals, and giving the opportunity to 

choose a work schedule will be an undeniable ad-

vantage when choosing a new job. 

Most IT professionals are owls, so in the morning 

they are almost ineffective, because a lot of time is 

spent on "rocking", morning coffee, watching the news 

on the Internet. Of course, if we are talking about sup-

port professionals and system administrators, which 

may be needed at any moment from the start of the of-

fice, it is difficult to deviate from the standard work 

schedule. However, for IT professionals who work on 

a project basis, it is possible to develop such schedule 

options as work from 10:30 to 19:30, from 11:00 to 

20:00 or even from 12:00 to 21:00 [12]. 

The ability to choose a work schedule is an im-

portant motivating factor for any IT specialist, provides 

comfort and promotes an individual approach to opti-

mizing the performance of the employee. 

6. Comfort at work. Often, IT professionals are 

immersed in their tasks with their heads, and it is easier 
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for them to work 14-20 hours continuously than to 

stretch the project for a few days. In this situation, it is 

important that the office has the opportunity to eat, pour 

tea or coffee, relax, so often IT companies organize 

lounges or just put sofas in offices, arrange showers, try 

to provide a comfortable indoor climate. 

7. Creative methods. According to research, IT 

professionals increasingly prefer interesting projects, 

new technologies and enterprises with a transparent 

system of work organization. Despite the fact that 

standard methods of intangible motivation in the form 

of comfortable work areas and flexible schedules still 

remain popular among IT professionals, experts have 

recently noticed a trend towards creative methods of 

motivation in the field of IT. 

Some companies use the points accumulation sys-

tem as a social package. The essence is that the em-

ployee accumulates points for the period of work in the 

company, for participation in projects and other activi-

ties. Accumulated points can be spent at personal dis-

cretion. For example, order a chic work chair, an excit-

ing trip or training program, that is, something that will 

inspire and give strength for further work. 

Another example of a non-standard approach to 

motivation is the choice of equipment to work at your 

discretion. The new employee is offered a virtual 

amount, within which he chooses a personal computer, 

which he can then get into personal ownership [12]. 

It is worth noting that every year more and more 

staff seeks to find a job that will provide work-life bal-

ance - the opportunity to combine personal life with 

work. This is possible with the appropriate introduction 

of organizational and administrative methods of work 

motivation. They create the organizational structure of 

the enterprise, especially working conditions, and en-

sure the employee's interest in not losing his job [10]. 

To determine the characteristics of motivation of 

IT professionals should identify the distinctive features 

of work in the IT field. Particular attention should be 

paid to the advantages and disadvantages of working in 

the IT field, taking into account which will determine 

the most effective factors and methods of staff motiva-

tion. 

The advantages of working in IT include: 

- unlimited professional development of IT spe-

cialists; 

- creative and diverse work; 

- the ability to change activities without compro-

mising career growth; 

- possibility of remote work; 

- high level of wages; 

- worthy bonuses and bonuses; 

- lack of oversaturation of the IT market with spe-

cialists; 

- the possibility of a flexible work schedule; 

- formed IT-community in different countries. 

Among the disadvantages of working in the IT in-

dustry are: 

- possible irregular working schedule; 

- high level of stress; 

- high level of fatigue due to constant work at the 

computer; 

- high requirements for entering the IT field: pro-

fessional skills and knowledge of English; 

- complexity of training, high cost of IT-education 

and advanced training; 

- high frequency of cases of professional burnout 

of IT specialists; 

- staff turnover in the workplace [12]. 

Thus, the main negative and unmotivating factors 

of IT professionals are a high level of stress and fatigue, 

as well as a high probability of emotional burnout. 

Today, Ukrainians can create, promote and sell IT 

products in global markets. They are interested not only 

in creating a product, but also in its active development. 

As a result, more and more Ukrainian developers want 

to be part of what they are working on. This is the be-

ginning of the development of software development 

centers - R & D-offices. The R&D office is an offshore 

R&D center where the customer and the contractor are 

one company. In essence, the R&D office is a division 

of a large food IT company in a developing country. At 

the same time, it retains all the internal functions and 

policies of the company. The main advantage for devel-

opers is that they have access to the process of creating 

a product "from A to Z". The employee will know all 

about the process of marketing and selling an IT prod-

uct in Western countries, and will be able to interact 

directly with C-level managers and climb the career 

ladder. In addition, employees of local development 

centers are often invited to the company's headquarters, 

where they learn from experience, corporate culture 

and attend trainings with their American or European 

colleagues. 

R&D centers significantly affect the labor market 

in the country. Western IT corporations, which are 

opening their offices in Ukraine, are also building a 

complete infrastructure. Local resources need to be in-

volved in providing R&D centers, and this is an addi-

tional economic benefit for all [14]. Experts from the 

IT Ukraine Association estimate that one employee in 

the IT industry creates 3-4 jobs in related industries. 

With the growth of the industry to 400 thousand pro-

fessionals by 2024 will create about 2 million jobs in 

Ukraine [15]. 

One of the important elements of the personnel 

management system in enterprises is the HRM (Human 

Resource Management) system. HRM-system - an au-

tomated comprehensive personnel management sys-

tem. HRM-systems include not only subsystems of au-

tomation of personnel accounting and calculation of 

payments to employees, but also HR-subsystem, which 

allows for recruitment, management of personnel tal-

ents and, performance management and staff training. 

These systems are fully functional and provide au-

tomation of the main functions of personnel manage-

ment, as well as effective management decisions, in-

cluding [16]: 

- accounting and work with a full range of infor-

mation about employees of the organization, maintain-

ing a file of staff; 

- work with the organizational structure of any de-

gree of complexity; 

- maintaining a detailed staffing schedule; 

- work with personnel documents (orders, reports, 
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employment records, sick leaves, certificates of em-

ployees, etc.); 

- accounting and storage of any types of files for 

each employee (photos, scanned documents, etc.); 

- planning and accounting of measures to assess 

the professional and personal characteristics of staff; 

- planning and accounting for professional ad-

vancement of employees, drawing up career paths and 

career planning; 

- planning and management of professional devel-

opment, training and retraining programs; 

- personnel reserve management, work with per-

sonnel reserve lists; 

- planning and accounting of certifications; 

- accounting for personnel costs in different ana-

lytical sections: training, motivation, etc.; 

- monitoring of staffing needs; 

- recruitment and selection of personnel: maintain-

ing a database of candidates, selection of candidates for 

the position; 

- formation of a system of material incentives for 

employees; 

- planning and accounting of vacations, business 

trips; 

- work with information on social security of em-

ployees; 

- analysis of indicators for the staff of the organi-

zation; 

- preparation of statistical reports for the manage-

ment of the organization [16]. 

According to the international analytical agency 

Gartner, by 2025 [17] about 60% of medium and large 

companies in the world will invest in HCM-complexes, 

which include HRM-systems. 

Ultimate Software, Workday, SAP and Oracle are 

named the leaders of the market of HCM-solutions for 

companies with a staff of 1,000 in the Gartner study in 

2019. Gartner's magic quadrant also includes Ceridian, 

ADP (WorkforceNow), Talentsoft, Kronos, Comer-

stone OnDemand, ADP (Vantage HCM), Meta4, Infor, 

Ramco Systems. 

Among the popular HRM-systems in Ukraine are: 

Hurma System, Zoho People, BambooHR, Workable. 

Modern HRM systems provide a transformation of in-

teraction between employees within the company's 

workflows. 

The problem of retaining qualified IT specialists 

remains relevant for employers. Nowadays, work on 

staff motivation has long ceased to be a simple tribute 

to fashion, and has become a necessary aspect of the 

efficiency and success of any company. First of all, it is 

customary to pay attention to the motivation of employ-

ees who bring the company direct income (sales man-

agers, project managers), and managers. 

A secondary priority for business support staff. 

This category is most often used by IT professionals. 

The exception is companies engaged in the creation and 

sale of IT goods and services, in which the work of IT 

professionals is the main source of income. Conceptual 

vision of problems and ways to solve them in practice 

becomes possible only with balanced management de-

cisions [18]. 

It should be noted that often highly qualified IT 

professionals prefer to work in small businesses, citing 

more humane relationships in the team and a high level 

of freedom. And if you want, they can always forge, 

doing some specific project in another company. To-

day, there is still a shortage of top managers and middle 

managers in this field (ie specialists who combine tech-

nical and managerial skills). 

But based on all the above, we conclude that it is 

not necessary to change any IT employees often, as it 

is extremely unprofitable for the company as a whole, 

because in addition to finding a new employee, addi-

tional costs are required for his specific training, given 

the specifics of the company and adaptation. IT compa-

nies need to create an environment that promotes the 

self-education of IT professionals and provides the op-

portunity to share knowledge and experience. 

Conclusions. Thus, the economic and social es-

sence of staff motivation is to meet the needs of staff, 

both tangible and intangible, which in turn contributes 

to achieving the goals of enterprise development, 

strengthening competitive positions in the market and 

making more profit. In the practice of personnel man-

agement of the enterprise should use methods of work 

motivation in accordance with its specifics and take 

into account: the industry in which the company devel-

ops, management, working conditions, number of 

workers, quality of their work, current performance, in-

terpersonal relationships in the workplace and corpo-

rate culture that has formed at the enterprise. 

Thus, when building a system of motivation of IT-

specialists it is necessary to take into account their per-

sonal characteristics and professional competencies. 

The system of motivation of IT-specialists should in-

clude: taking into account the proposals of social pack-

ages for IT-personnel in the labor market, carrying out 

systematic evaluation, rewarding the results of evalua-

tion and efficiency of tasks, encouraging initiative and 

reducing work costs, career assistance, maintaining a 

high level of creative potential, recognition of profes-

sional achievements, opportunities for self-education, 

reducing the risk of demotivation and emotional burn-

out. In the dynamic development of the IT industry, tak-

ing into account the personal qualities of specialists in 

this field when building a system of work motivation is 

the key to successful business. 

 

References 

1. Proiekt Stratehii rozvytku vyschoi osvity v 

Ukraini – Draft Strategy for the Development of Higher 

Education in Ukraine. Available from 

https://mon.gov.ua/storage/app/media/rizne/2020/09/2

5/rozvitku-vishchoi-osviti-v-ukraini-02-10-2020.pdf 

[in Ukrainian]. 

2. Yurchuk, N.P. & Zakharchuk, D.V. (2018). 

Motyvatsiia personalu v systemi upravlinnia banku 

[Motivation of staff in the bank's management system]. 

Ahrosvit – Agrosvit, 9, рр. 64-70 [in Ukrainian]. 

3. Fedoryshyn, H. & Boiarchuk, Yu. (2019). 

Osoblyvosti motyvatsii profesiinoi diialnosti 

pratsivnykiv IT-sfery [Features of motivation of 

professional activity of IT workers]. Zbirnyk 

naukovykh prats: psykholohiia – Collection of 

scientific works: psychology, 23, рр. 101-110 [in 

https://mon.gov.ua/storage/app/media/rizne/2020/09/25/rozvitku-vishchoi-osviti-v-ukraini-02-10-2020.pdf
https://mon.gov.ua/storage/app/media/rizne/2020/09/25/rozvitku-vishchoi-osviti-v-ukraini-02-10-2020.pdf


The scientific heritage No 54 (2020) 61 

Ukrainian]. 

4. Ovsiuk, N.V. (2014). Motyvatsiia ta 

stymuliuvannia pratsi: sutnist poniat ta vidobrazhennia 

yikh v obliku [Motivation and stimulation of work: the 

essence of concepts and their reflection in accounting]. 

Innovatsiina ekonomika – Innovative economy, 4, 53, 

рр. 314-318 [in Ukrainian]. 

5. Zamfirova, T.A. (2017). Teorii trudovykh 

vidnosyn i motyvatsii pratsi [Theories of labor relations 

and work motivation]. Ekonomika – Economics, 

7(308), рр. 86-88 [in Ukrainian]. 

6. Sikun, O.A. (2019). Motyvatsiia yak chynnyk 

pidvyshchennia efektyvnosti pratsi personalu 

pidpryiemstva [Motivation as a factor in improving the 

efficiency of the enterprise staff]. Molodyi vchenyi – 

Young scientist, 1(2), рр.506-510 [in Ukrainian]. 

7. Zadorozhniuk, N.O., Alieksieienko, S.O. & 

Zhan'ko, K.O. (2018). Motyvatsiia personalu v IT-sferi 

[Motivation of personnel in the it sector]. 

Prychornomors'ki ekonomichni studii – Black sea 

economic studies, Vyp. 35(1). рр. 66-70 [in Ukrainian]. 

8. Zolotarova, D.R. & Hrinko, I.M. (2017). 

Udoskonalennia metodiv motyvatsii pratsi personalu 

[Improving methods of staff motivation]. Visnyk 

Odeskoho natsionalnoho universytetu. Seriia: 

Ekonomika – Bulletin of Odessa National University. 

Series: Economics, 22, 8. рр. 57-61 [in Ukrainian]. 

9. Zrostannia rivnia zarplat i rozvytok IT-sfery: 

shcho potribno znaty HR pro rynok pratsi u 2020 – 

Wage growth and IT development: what HR needs to 

know about the labor market in 2020. Available from 

https://hurma.work/blog/zrostannya-rivnya-zarplat-i-

rozvitok-it-sferi-shho-potribno-znati-hr-pro-rinok-

praczi-v-2020/ [in Ukrainian]. 

10. Motyvatsyia IT-spetsyalystov – Motivation of 

IT specialists. Available from 

https://grc.ua/article/12427 [in Ukrainian]. 

11. Portret IT-spetsialista – 2020. Analityka. DOU 

– Portrait of an IT specialist - 2020. Analytics. DOU. 

Available from. https://dou.ua/lenta/articles/portrait-

2020/ [in Ukrainian]. 

12. Poshuk i motyvatsiia IT-personalu – Search 

and motivation of IT staff. Available from 

https://kadrhelp.com.ua/poshuk-i-motyvaciya-it-

personalu [in Ukrainian]. 

13. Zadorozhniuk, N. O. (2018). Zastosuvannia 

osnov kreatyvnoho menedzhmentu u motyvatsii IT-

fakhivtsiv [Application of the basics of creative man-

agement in the motivation of IT specialists]. Intelekt 

XXI – Intellect XXI, 6. рр. 148-152 [in Ukrainian]. 

14. Ovcharenko, D. IT v Ukraini: kudy my 

rukhaiemosia –IT in Ukraine: where we are moving. 

Available from https://dou.ua/lenta/columns/future-of-

it-ukraine/ [in Ukrainian]. 

15. Rozvytok ukrains'koi IT-industrii. 

Analitychnyj zvit – Development of the Ukrainian IT 

industry. Analytical report. Available from 

https://issuu.com/itukraine/docs/ukainian_it_industry_

report_ukr [in Ukrainian]. 

16. Orlova, O.M. (2017). Osoblyvosti upravlinnia 

personalom v IT-sferi [Features personnel management 

in information technology field]. Naukovyj visnyk 

Uzhhorods'koho natsional'noho universytetu. Seriia : 

Mizhnarodni ekonomichni vidnosyny ta svitove 

hospodarstvo – Scientific Bulletin of Uzhhorod 

National University. Series: International Economic 

Relations and the World Economy, Vyp. 11. рр. 117-

120 [in Ukrainian]. 

17. Gartner Magic Quadrant for Cloud HCM 

Suites for 1,000+ Employee Enterprises 

https://www.gartner.com/en/documents/3969588/magi

c-quadrant-for-cloud-hcm-suites-for-1-000-employee-

e [in USA]. 

18. Cherniavska, Ye.I. & Maslosh, O.V. (2018). 

Motyvatsiia pratsi: poniattia, sutnist, mistsev systemi 

ekonomichnykh vidnosyn [Motivation of work: the 

concept, essence, local system of economic relations]. 

Visnyk Skhidnoukrainskoho natsionalnoho 

universytetu imeni Volodymyra Dalia – Bulletin of the 

Volodymyr Dahl East Ukrainian National University, 

4, 95-99 [in Ukrainian]. 

  

https://hurma.work/blog/zrostannya-rivnya-zarplat-i-rozvitok-it-sferi-shho-potribno-znati-hr-pro-rinok-praczi-v-2020/
https://hurma.work/blog/zrostannya-rivnya-zarplat-i-rozvitok-it-sferi-shho-potribno-znati-hr-pro-rinok-praczi-v-2020/
https://hurma.work/blog/zrostannya-rivnya-zarplat-i-rozvitok-it-sferi-shho-potribno-znati-hr-pro-rinok-praczi-v-2020/
https://grc.ua/article/12427
https://kadrhelp.com.ua/poshuk-i-motyvaciya-it-personalu
https://kadrhelp.com.ua/poshuk-i-motyvaciya-it-personalu
https://dou.ua/lenta/columns/future-of-it-ukraine/
https://dou.ua/lenta/columns/future-of-it-ukraine/
https://issuu.com/itukraine/docs/ukainian_it_industry_report_ukr
https://issuu.com/itukraine/docs/ukainian_it_industry_report_ukr
https://www.gartner.com/en/documents/3969588/magic-quadrant-for-cloud-hcm-suites-for-1-000-employee-e
https://www.gartner.com/en/documents/3969588/magic-quadrant-for-cloud-hcm-suites-for-1-000-employee-e
https://www.gartner.com/en/documents/3969588/magic-quadrant-for-cloud-hcm-suites-for-1-000-employee-e


 

 

VOL 6, No 54 (54) (2020) 
 

The scientific heritage 

(Budapest, Hungary) 

The journal is registered and published in Hungary. 

The journal publishes scientific studies, reports and reports about achievements in different scientific fields. 

Journal is published in English, Hungarian, Polish, Russian, Ukrainian, German and French. 

Articles are accepted each month. 

Frequency: 24 issues per year. 

Format - A4 

ISSN 9215 — 0365 

 

All articles are reviewed 

Free access to the electronic version of journal 

Edition of journal does not carry responsibility for the materials published in a journal. 

Sending the article to the editorial the author confirms it’s uniqueness and takes full responsibility for possible 

consequences for breaking copyright laws 

 

Chief editor: Biro Krisztian 

Managing editor: Khavash Bernat 

 Gridchina Olga - Ph.D., Head of the Department of Industrial Management and Logistics (Moscow, Russian 

Federation) 

 Singula Aleksandra - Professor, Department of Organization and Management at the University of Zagreb 

(Zagreb, Croatia) 

 Bogdanov Dmitrij - Ph.D., candidate of pedagogical sciences, managing the laboratory (Kiev, Ukraine) 

 Chukurov Valeriy - Doctor of Biological Sciences, Head of the Department of Biochemistry of the Faculty of 

Physics, Mathematics and Natural Sciences (Minsk, Republic of Belarus) 

 Torok Dezso - Doctor of Chemistry, professor, Head of the Department of Organic Chemistry (Budapest, Hungary) 

 Filipiak Pawel - doctor of political sciences, pro-rector on a management by a property complex and to the 

public relations (Gdansk, Poland) 

 Flater Karl - Doctor of legal sciences, managing the department of theory and history of the state and legal 

(Koln, Germany) 

 Yakushev Vasiliy - Candidate of engineering sciences, associate professor of department of higher mathemat-

ics (Moscow, Russian Federation) 

 Bence Orban - Doctor of sociological sciences, professor of department of philosophy of religion and religious 

studies (Miskolc, Hungary) 

 Feld Ella - Doctor of historical sciences, managing the department of historical informatics, scientific leader 

of Center of economic history historical faculty (Dresden, Germany) 

 Owczarek Zbigniew - Doctor of philological sciences (Warsaw, Poland) 

 Shashkov Oleg - Сandidate of economic sciences, associate professor of department (St. Petersburg, Russian 

Federation) 

 

«The scientific heritage» 

Editorial board address: Budapest, Kossuth Lajos utca 84,1204 

E-mail: public@tsh-journal.com 

Web: www.tsh-journal.com 

 


