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BUSINESS CAREER MANAGEMENT SYSTEM AS A FACTOR OF
STAFF INCENTIVES
CHUCTEMA YHPABJIIHHSA AIJIOBOIO KAP'€EPOIO SIK ®AKTOP
MOTHUBALII MNEPCOHAJTY

Summary. The article highlights the interconnection of important
communicative trajectories of human movement within a profession or
organization, which will lead to different types of careers. In human resources
management, motivation is seen as the process of activating employees' motives
(intrinsic motivation) and creating incentives (extrinsic motivation) to encourage
them to work effectively. In this regard, the terms incentives and motivation are
also used synonymously with motivation. The modern theoretical approaches to
motivation are based on the ideas formulated by psychological science, which
studies the causes and mechanisms of purposeful human behavior. From this
perspective, motivation is defined as the driving force of human behavior, based
on the interconnection of human needs, motives and goals. The main stages of a
career are systematized by age and motivation. The phases of human professional
development are presented. The dependence of the psychological attitude to work
on the tenure of the position is built. It has become clear that certain types of
relocation and career moves need to be organized to support an employee's
internal incentives. Career planning is an important condition for the targeted
development of an employee's internal potential and the effective use of his or her
capabilities. The main activities of career planning, which are typical for different
communicative subjects of planning, are highlighted. The objective conditions for
career advancement are described.

Key words: career, professional communications, psychology, planning,

human resource management.

Anomauin. VYV cmammi  8UCBIMIIEHO  83AEMO38'A30K  BAJNCIUBUX

KOMYHIKAMUGHUX MPAEKMOPIU PYXY THIOOUHU 8 Medrcax npogecii uu opeanizayii,
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SAKI NpU36005Mb 00 PIZHUX MUnie Kkap'epu. B ynpaeninni nepconanom momueayis
PO3210AEMbCsL SIK Npoyec akmugizayii Momueie NpayiGHUKI@ (8HYMPIUUHSI
MOMuUBayis) i CmeopeHHs CMUMYI6 (308HIUHA MOMUBAYIS) OIS CHOHYKAHHSL IX 00
ehexkmuenoi’ npayi. V 36'a3Ky 3 yum mepmiHu CMUMYTIOBAHHA | MOMUBAYIs
MaxKodHC GUKOPUCMOBYIOMbCA AK CUHOHIMU MepMIHy momuseayisa. Bemanosneno,
Wo cyyacHi meopemuyHi nioxoou 00 momueayii 6a3zylomevcs Ha i0esx,
CHOPMYNbOBAHUX NCUXOJIOIYHON HAYKOW, SKA OOCHIONCYE NPUYUHU MA
MEXAHI3MU YINeCnpaMO8aHOi NOBEOIHKU NI0OUHU. 3 YUX NO3UYil MOMUBAYis
BUSHAYAEMbCSL SIK PYWIUHA CUNLA THOOCLKOI NOB8EOIHKU, 8 OCHOBI AKOI Jledcumby
83AEMO38'130K NH0OCLKUX nomped, momueis i yinet. Cucmemamuzo08ano OCHOBHI
emanu Kap'epu 3a eikom ma momugayiero. [Ilpedcmasneno aszu npogecitinoco
pozeumky nmoounu. Ilobyoosano 3anexcHicmes NCUXON02IYHO20 CMABIEHHS 00
pobomu 6i0 mepMminy nepebdyeamHs Ha nocadi. OQueguoHUM cmano, wo Ojs
RIOMPUMKU HYMPIWHIX CMUMYII8 NPAYIBHUKA HEOOXIOHO Op2aHi3y8amu NeeHi
suOU  nepemiujeHb i  Kap'epHux  nepemiwjeHv.  Baowciueow  ymogoio
YINecnpAamMoOBaHo20 PO36UMKY BHYMPIWHbO20 NOMEHYIANy NnpayieHuka ma
eheKmu8Ho20 BUKOPUCMAHHA U020 MOMCIUBOCHEU € NIAHY8AHHA KAap €PU.
Buodineno ocnosni 6uou OisnbHocmi 3 NIAHYBAHHA Kap'epu, xapakmepHi OJis
PI3HUX KOMYHIKamusHux cyo'ekmie niavysanus. Onucano o00'ekmueni ymosu
Kap'epnoeo npocyeamnnsi.

Knwuoei cnoea: «kap'epa, npogecitini KoMyHiKayii, NCUxo.02isi,

Nnl1aHye6aHHA, yl’lpCZBJZiHH}Z nepcoHaiom.

The problem statement. Regulation of staff labour activity is one of the
most important aspects of any organization’s work. Given that the main resource
of an organization is its staff, much attention should be paid to the organization’s
motivation system and its assessment. The functioning of the entire labour system
and its results directly depend on how well this process is formed and

implemented. Labour regulation itself has many forms and aspects, and their
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number and development is growing every year. Forms are being added that
previously did not seem to have a direct impact on labour regulation. An effective
motivation system allows for the following aspects of an organization’s
functioning: achievement of the organization’s goals, retention and attraction of
valuable personnel to the organization, creation of a social package that allows
for managing staff motivation and thus using its communication potential.

Overview of recent research and publications. The system of personnel
management and incentives has been of interest to many researchers, such as: M.
Arthur [1], L. Balabanova [2], V. Brych [3], L. Volyanska-Savchuk [4], G.
Hofstede [5], V. Horbunov [6], K. Kletsova [7], O. Kryvoruchko [8], O.
Krushelnytska [9], V. Savelieva [10], T. Sivashenko [11], F. Khmil [12] and
others. This trend continues to the present day.

The purpose of the study (task statement). The article is aimed at
substantiating the theoretical foundations of the dependence of methods from the
business career management system through the prism of the influence of the staff
incentive factor.

Research results. Currently, career advancement is increasingly
attracting the attention of managers of major companies. It allows you to use
the internal potential of employees by combining a whole range of measures to
stimulate effective work and develop the professional potential of employees.
A person builds his or her career - the trajectory of his or her movement - by
himself or herself, in accordance with the peculiarities of the internal and
external organizational reality, and most importantly, with his or her own goals,
desires and attitudes.

There are several important trajectories of a person's movement within a
profession or organization that will lead to different types of career:

o professional career - the growth of knowledge, skills, and
communication skills. A professional career can follow the Iline of

specialization (deepening in the line of movement chosen at the beginning of
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the professional path) or transprofessionalisation (mastering other areas of
human experience, associated rather with the expansion of tools and areas of
activity);

. internal career - related to the trajectory of a person's movement
within the organization. It can be as follows:

— vertically inclined career - career progression;

— horizontal career - promotion within the organization, for example,
working in different departments at the same level of the hierarchy;

— central career - promotion to the core of the organization, the
management center, deeper involvement in decision-making
processes.

A career stage (as a point on a time axis) that is always linked to a
professional development stage. A person who is in the promotion stage can
still be a highly skilled professional in another profession. Therefore, it is
important to distinguish between the career stage, a temporary period of
personal development, and the professional development stage, a period of
mastery of the profession.

Table 1

Major career stage

Career stage Age group Brief description Feattg)e; E/farsﬁgizv)auon
Previous Under 25 | Preparing for employment, choosing a | Security, social
years old field of activity recognition
Establishment | Under 30 | Getting to grips with the job, | Social recognition,
years old developing professional skills independence
Promotion Under 45 | Professional development Social recognition, self-
years old realization
Completion After 60 years | Preparing for retirement, finding and | Retention of  social
training your own replacement recognition
Pension After 65 years | Other activities Finding self-expression
in a new field of activity

Source: compiled by the authors on the basis of material [13]

When meeting with a new employee, a hiring manager should take into
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account the stage of their career they are currently at. This can help to clarify
the goals of professional activity, the degree of dynamism and, most
importantly, the peculiarities of individual motivation. A brief description of
career stages is given in table 1.

A career stage (as a point on a time axis) that is always linked to a
professional development stage. A person who is in the promotion stage can still
be a highly skilled professional in another profession. Therefore, it is important
to distinguish between the career stage, a temporary period of personal
development, and the professional development stage, a period of mastery of the
profession.

The phases of professional development include:

— optant (the option phase). The person is concerned about choosing or
being forced to change careers and makes this choice. The exact chronological
boundaries here, as in other phases, cannot be determined, as age-related
characteristics are determined by both physiological and multifaceted cultural
conditions;

— adept (adept phase). This is a person who has already embarked on the
path of commitment to the profession and is mastering it. Depending on the
profession, this can be a long-term or a very short-term process (e.g., simple
instruction);

— adaptant (the phase of adaptation, getting used to work by a young
specialist). No matter how well the process of training a specialist in an
educational institution is set up, it is never a "key to the lock" of production
labour;

— internal (internal phase). An experienced employee who loves his or
her job and can cope with the main professional functions recognized by his or
her colleagues in the profession more and more reliably and successfully;

— master (the phase of mastery in progress). The employee can solve both

simple and complex professional tasks that may not be possible for all colleagues
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to handle;

— authority (the authority phase, like the mastery phase, is also summed
up with the next one). A master of their craft is already well known in the
professional circle or even beyond (at work, in the country). Depending on the
forms of certification used in the profession, workers have certain high formal
qualifications;

— mentor (mentoring phase). An authoritative master of his craft in any
profession "grows up" with like-minded people, perceivers of experience, and
students.

Apparently, certain types of moves and career transfers need to be
organized to support an employee's internal incentives. An important condition
for the targeted development of an employee's internal potential and the effective
use of his or her capabilities is career planning.

Career planning is one of the areas of HR work in an organization focused
on defining the strategy and stages of development and promotion of specialists.

This is the process of matching a person's potential, abilities and goals with
the organizations’ requirements, strategy and development plans, which is
expressed in the preparation of a professional and career development
programme.

The change in the main motivational incentives as a person stays in the
same position in the organization is shown in fig. 1.

Apparently, certain types of moves and career transfers need to be
organized to support an employee's internal incentives. An important condition
for the targeted development of an employee's internal potential and the effective
use of his or her capabilities is career planning.

Career planning is one of the areas of HR work in an organization focused

on defining the strategy and stages of development and promotion of specialists.
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Fig. 1. Psychological attitude to work depending on the length of tenure

Source: compiled by the authors on the basis of materials [14; 15]

This is the process of matching a person's potential, abilities and goals with

the organizations’ requirements, strategy and development plans, which is

expressed in the preparation of a professional and career development

programme.

Career planning in an organization can be carried out by the HR manager,

the employee himself or herself, or his or her direct supervisor (line manager).

The main career planning activities typical for different planning subjects are

presented in table 2.

Table 2

Career planning

Planning subject

Activities for career planning

Employee

First orientation and choice of profession
Choosing an organization and position
Orientation in the organization

Assessing prospects and designing growth
Realizing growth
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Evaluation of employment

Job placement

Assessment of employee performance and potential
Selection to the reserve

Additional training

Programmes for working with the reserve
Promotion

New planning cycle

HR manager

Assessment of work results

Assessment of motivation

Organization of professional development
Incentive offers

Proposals for growth

Immediate supervisor
(line manager)

Source: compiled by the authors on the basis of material [17]

A set of professional and job positions within an organization (and outside
it) that records the optimal development of a professional to hold a certain
position in the organization is a career map, a formalized reflection of the path
that a specialist must take to gain the necessary knowledge and master the
necessary skills to work effectively in a particular place.

Promotion is determined by both the employee’s personal qualities
(education, qualifications, attitude to work, system of internal motivation) and
objective conditions, in particular, such objective conditions as:

— highest career score - the highest position that exists in the particular
organization analyzed;

— career length - the number of positions on the way from the first
position held by a person in the creation to the highest point;

— position level indicator - the ratio of the number of people employed at
the next hierarchical level to the number of people employed at the hierarchical
level at which the person is at the time of his/her career;

— indicator of potential mobility - the ratio (in a certain period) of the
number of vacancies at the next hierarchical level to the number of people
employed at the hierarchical level where the person is located.

Depending on objective conditions, an internal career can be promising or

dead-end - an employee can have a long career or a very short one. The practice
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of career planning in organizations involves aligning personal career
expectations with the opportunities available within the organization. Career
planning involves identifying the means of achieving desired outcomes,
including the formation of career models as a means of achieving goals.

The hiring manager should design a possible career and discuss it with the
candidate, based on individual characteristics and motivations, as early as the
hiring process. The same career path may be either attractive or uninteresting for
different employees, which will significantly affect the effectiveness of their
future activities.

At the meantime, the possibilities of managing employees' careers,
developing them and using them as a means of incentives are limited by the
formation of a general career management system at the enterprise. "Although
this type of planning is not fundamentally new, many companies are only now
beginning to use it as a way to prevent, rather than 'cure', problems associated
with crises in the early and mid-career stages of managers' careers."

A comprehensive career management system should include interrelated
goals, functions, technologies, principles, structure and career management
personnel. The goals of the career management system should be derived from
the general goals of the HRM system, but at the same time have the specifics of
this area of the organizations’ activities in the field of human resources
management.

Conclusions and further research perspectives. To summarize, it is
extremely attractive for any organization to have one employee over the same
period of time who does many times more than their average performance, and as
we now know, this can be achieved by properly motivating that employee. There
is only one conclusion: you need to motivate your employees and develop an
effective motivational climate in the organization. Modern theories of incentive
systems used in economic practice are quite diverse and depend on many

conditions, both objective (the economic situation in the country, unemployment,
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prices, social insurance, etc.) and more private (the level of employees'
qualifications, their purely human traits, age, and psychological climate).
Meanwhile, life does not stand still, and the factor that motivates a particular
person to work hard today may contribute to the "switch-off" of the same person
tomorrow. Nobody knows exactly how the motivation mechanism works, how
strong the motivating factor should be and when it will work, and even more so

"

why it works." Therefore, HR management is constantly researching and
developing various incentives for labour activity, developing new methods and

techniques of the incentive system.
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