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INTEGRATION OF INNOVATIVE PERSONNEL MOTIVATION
MECHANISMS INTO THE SYSTEM OF MANAGEMENT
OF PLANT PRODUCTION EFFICIENCY

Abstract. This article presents a comprehensive study of the theoretical
foundations and practical aspects of integrating innovative personnel motivation
mechanisms into the system of managing the efficiency of plant production. It is
established that, under conditions of transformation in the agricultural sector, increased
competition, and instability in the market environment, improving the effectiveness of
human capital utilization becomes particularly important. It is argued that the
efficiency of production activities largely depends on the level of employee motivation,
their professional training, engagement, and responsibility for final work results.

The study analyzes modern approaches to personnel motivation and identifies
the limitations of traditional incentive systems, which are predominantly based on
material rewards and do not consider individual employee needs or the specifics of
agricultural production. The feasibility of transitioning to innovative motivation
models that combine material, non-material, and digital tools influencing employee
behavior is demonstrated.

The content and features of modern motivation tools are revealed, among which
key roles are played by performance management systems based on KPIs, digital
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personnel management platforms, elements of gamification, and individualized
approaches to labor incentives. Their impact on increasing transparency in evaluating
employee performance, enhancing interest in achieving set goals, and fostering
responsible attitudes toward completing production tasks is identified.

Special attention is given to accounting for the sectoral specifics of crop
production, including the seasonal nature of production, dependence on natural and
climatic conditions, and high levels of risk. The necessity of applying flexible wage
systems, seasonal incentives, and adaptive motivation mechanisms that balance
economic efficiency with social stability of the workforce is substantiated.

It is demonstrated that integrating innovative motivation mechanisms into the
production efficiency management system contributes to increased labor productivity,
improved qualitative and quantitative performance indicators of the enterprise,
optimized resource use, and strengthened competitive positions of agricultural
enterprises.

It is determined that forming an effective motivation system requires a
comprehensive approach, alignment of employee and enterprise interests, and the
implementation of modern management technologies. Prospects for further research
are outlined, related to evaluating the effectiveness of implementing innovative
motivation mechanisms and their impact on the performance of agricultural
enterprises.

Keywords: personnel motivation, innovative motivation mechanisms,
agricultural enterprises, crop production, production efficiency, performance
management, KPI, digital management, gamification, human capital, labor
productivity, labor incentives, non-material motivation, personnel management,
competitiveness.
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IHTETPAIISI THHOBAIIMHAX MEXAHI3MIB MOTUBAIII|
MEPCOHAJY B CUCTEMY YIIPABJIHHS EOEKTUBHICTIO
BUPOBHUILITBA MMPOIYKIII POCJIUHHUIITBA

AHoTanisi. Y cTaTTi 3111CHEHO KOMIUIEKCHE JIOCIII)KEHHS TEOPETUYHUX 3aca]
1 MPaKTUYHUX aCHEKTIB 1HTErpallii IHHOBAIlIHHUX MEXaHI13MiB MOTHBAIIl] IEPCOHAITY B
CUCTEMY yIpaBJiHHS €(pEeKTUBHICTIO BUPOOHHUIITBA IIPOIYKIIlT POCIUHHHIITBA.

Busznaueno, mo B yMoBax TpaHcdopmallii arpapHOro CEKTOpYy, MOCUICHHS
KOHKYPEHI[li Ta HeCTaOlIbHOCTI PUHKOBOIO CEPEIOBUINA OCOOJMBOIO 3HAYEHHS
HaOyBa€ MIJABUIICHHS Pe3yJbTaTUBHOCTI BHUKOPUCTAHHS JIIOJICBKOTO KaIliTamy.
OOrpyHTOBaHO, 10 €PEKTUBHICTH BUPOOHUYOI ISUIBHOCTI 3HAYHOIO MIPOIO 3aJIEKHUTh
BIJl PIBHS MOTHBALli NpPAaliBHUKIB, iX MPOQECIiHOI MIATOTOBKH, 3aJTy4YEHOCTI Ta
BI/IMOBIJAILHOCTI 32 KIHIIEB1 PE3yIbTaTH Ipalll.

[IpoanainizoBaHO cy4acHl MHIAXOAW JI0 MOTHBALli MEPCOHANY Ta BUSBICHO
OOMEKEHICTh TPAAUIIHHUX CUCTEM CTHUMYJIIOBAHHS, Kl NEPEBaXHO 0a3ylOThCS Ha
MaTeplalbHUX 3a0XOUYEHHAX 1 HE BpaXxOBYIOTh 1HAMBIAYaJbHI NOTPEOU MpalliBHUKIB Ta
cnenu@iKy arpapHoro BUpOOHMITBA. J[0BEJEHO IOIIBHICTh MEPEXOay A0 1HHOBA-
MIAHKUX MOJIeNIel MOTHUBAIlI, 1110 TTOEIHYIOTh MaTepialibHi, HeMaTepialibHi Ta HUPPOBI
IHCTPYMEHTH BIUIUBY Ha TPY/JOBY IMOBEIIHKY MEPCOHAIY.

Po3kputo 3MICT Ta 0OCOOJMBOCTI 3aCTOCYBAaHHS CY4YaCHUX I1HCTPYMEHTIB
MOTHBAIII1, cepe;] AKUX KITI0YOBE MICIIe 3aiiMal0Th CUCTEMH yIPaBIIiHHS €()eKTUBHICTIO
Ha ocHoBi KPI, mudpoBi miarpopmu yrpaBiiHHS NEPCOHATIOM, €JIEMEHTH TehMi-
dikarii Ta 1HIUBIyalli30BaHi X0 10 CTUMYJIIOBAHHS Ipalli. Bu3HadeHo iX BILIUB
Ha IJBUIICHHS TIPO30POCTI OI[IHIOBAHHS PE3yJbTaTiB ISUIBHOCTI IIPAIliBHHKIB,
MOCWJICHHSI 1X 3allIKaBJIEHOCTI Yy JOCSITHEHHI BCTAHOBJEHUX I Ta (pOpMyBaHHA
BI/IMOBIJAJIHOTO CTABJICHHS 10 BUKOHAHHSI BUPOOHUYMX 3aBJIaHb.

Oco06MBy yBary npuiiJIieHO BpaxXyBaHHIO raqy3€eBoi Crielu(piKu pOCIMHHUIITBA,
30KpeMa CE30HHOTO XapaKTepy BHUPOOHUIITBA, 3aJIEKHOCTI BiJ MPUPOIHO-KIiMa-
TUYHUX YMOB 1 BUCOKOTO PiBHS pU3HKiB. OOIrpyHTOBAaHO HEOOXIAHICTh 3aCTOCYBAaHHS
THYYKHX CHCTEM OIUIATH Tpalli, CC30HHUX CTHUMYJIIB Ta aJaNTUBHUX MOTHBAIIHHHMX
MEXaHI3MiB, SKi 3a0e3neuyroTh OajaHC MK €KOHOMIYHOK €(QEeKTHUBHICTIO Ta
COLIIaJIbHOO CTa0UIBbHICTIO TPYJOBOTO KOJIEKTHBY.

JloBeeHo, 10 1HTErparisi 1HHOBAIIWHUX MEXaHI3MIB MOTHUBAIll B CHUCTEMY
YOpaBIiHHSA €(QEKTUBHICTIO BUPOOHUIITBA CIPHSE IMIIBUIICHHIO TMPOJTYKTHBHOCTI
mparli, MOKpaIeHHIO SKICHUX 1 KUIbKICHUX ITOKA3HHKIB JIsJIBHOCTI IiIIPHUEMCTBA,
ONTHUMIi3allii BAKOPUCTAHHS PECYPCiB Ta 3MIITHEHHIO KOHKYPEHTHUX TTO3UIIIN arpapHUX
nignpueMcTB. BusHaueHo, mo ¢GopmyBaHHs €(hEeKTUBHOT MOTHBALIHHOT CUCTEMU TIOT-
pedye KOMILJIEKCHOTO M1JX0/TY, Y3TOJKEHHS 1HTEPECiB MPALIBHUKIB 1 MIANPUEMCTBA, a
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TaK0X BIIPOBA/KEHHS CYYaCHHUX YIIPABIIHCHKUX TEXHOJIOTIH. OKpecieHO Nepcrek-
TUBHU TIOAAQIBIINX JOCIIKEHb, MOB’53aH1 3 OLIHIOBAaHHAM €()EKTHBHOCTI BIIPOBA/I-
JKEHHS 1HHOBAI[IMHUX MOTHBAIlIMHUX MEXaHI3MIB Ta iX BIUIMBY Ha pPE3yJbTaTd
JISUTBHOCTI arpapHuX MiIIPHEMCTB.

KurouoBi cjioBa: MoTuBallisl TepCcOHATy, 1HHOBAI[IIHI MEeXaHI3MU MOTHBAIIIi,
arpapHi TIANPUEMCTBA, POCIMHHMUIITBO, €()EKTHBHICTH BUPOOHUIITBA, YMPABIiHHS
epextuBHicTio, KPI, nmudposizamis ynpaiiHHs, reimidikariis, JTIOACHKUN KamiTal,
IPOAYKTHBHICTH Mpalll, CTUMYJIIOBaHHS Tpalll, HeMaTepiaJbHa MOTHUBAIIis, YIIpaBi-
HHSI IEPCOHAJIOM, KOHKYPEHTOCTIPOMOKHICTb.

Statement of the problem. The integration of innovative mechanisms for
motivating personnel into the system of managing the efficiency of crop production is
becoming particularly relevant in the context of modern transformations in the
agricultural sector of Ukraine. Increased competition, instability of the market
situation, as well as increased requirements for the quality of agricultural products
necessitate the search for new approaches to managing production processes.

Crop production is characterized by significant dependence on natural and
climatic conditions, seasonality of technological operations, increased risk and the
need for rational use of the resource potential of enterprises. In such conditions, the
efficiency of production activities is largely determined by the quality of personnel
work organization and the effectiveness of the existing motivation system.

Human capital is one of the key factors in ensuring the competitiveness of
agricultural enterprises. The timeliness of agro-technological operations, compliance
with technological discipline, the quality of manufactured products and the final results
of the enterprise depend on the level of qualification, professional training, involve-
ment and motivation of employees. At the same time, it should be noted that traditional
approaches to staff motivation, which are based mainly on unified material incentives,
do not provide the necessary level of flexibility and adaptability in modern conditions.
They also do not sufficiently take into account the individual characteristics of
employees and the specifics of production processes.

In this regard, there is an objective need to introduce innovative motivation
mechanisms that combine material, intangible and digital tools of influence on the
work behavior of staff. These mechanisms should be aimed not only at increasing labor
productivity, but also at forming long-term interest of employees in the results of the
enterprise's activities, developing their professional competencies, and increasing the
level of responsibility for the performance of production tasks.

Special attention is required to integrate innovative motivation mechanisms into
the system of management of the efficiency of production of crop products. Such
integration involves the coordination of the strategic and operational goals of the
enterprise with the results of personnel activities, the use of performance indicator
systems, and the introduction of modern approaches to labor assessment and
stimulation. In this context, it is relevant to form a comprehensive motivational system
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that ensures the alignment of the interests of employees and the enterprise, contributes
to increasing labor productivity and increasing the efficiency of resource use.

Analysis of recent studies and publications. The issue of personnel motivation
and its impact on the efficiency of enterprises remains in the focus of attention of both
domestic and foreign scientists. The works of L. Bodenchuk, O. Prykhodko, O. Pyrloga
examine the theoretical and practical aspects of motivation and labor stimulation as an
important tool for ensuring the efficiency of entrepreneurial activity. The authors pay
special attention to the need to combine material and non-material incentives, as well
as the importance of organizational culture in the formation of an effective motivational
system.

In the studies of I. Dashko, personnel motivation is defined as a component of
the enterprise management system, which directly affects the results of production
activities and the efficiency of the use of labor resources. N. Gavkalova emphasizes
the importance of human capital development as a key factor in increasing labor
productivity and competitiveness of the agricultural sector.

The features of labor motivation in agricultural production are considered in the
works of T. Oliynyk, A. Nesterovich, M. Demidova, which emphasize the influence of
seasonality, natural and climatic conditions and the specifics of the organization of
production processes on the formation of personnel incentive systems. The aforemen-
tioned studies substantiate the need for flexibility and adaptability of motivational
mechanisms.

In modern scientific works, considerable attention is paid to innovative
approaches to personnel motivation, in particular the use of digital technologies, KPI
systems, gamification elements and personalized incentive models. The works of T.
Bondar, A. Krasnonos and other researchers consider modern motivation methods that
meet the conditions of digitalization of the economy and management processes. The
effectiveness of combined motivation models that combine financial and non-financial
incentives as the most effective approach to personnel management is also
substantiated.

Despite a significant amount of scientific research, the issues of comprehensive
integration of innovative motivation mechanisms into the system of management of
crop production efficiency remain insufficiently studied, which makes further research
in this area relevant.

Purpose of the article — theoretical justification of the integration of innovative
mechanisms for motivating personnel into the system for managing the efficiency of
crop production, as well as determining approaches to their practical application in the
activities of agricultural enterprises.

Presentation of the main material. Personnel motivation is an important
component of the enterprise management system and significantly affects the level of
labor productivity, the quality of production tasks and the efficiency of resource use.
In the field of agricultural production, its role is further enhanced due to the need for
strict adherence to technological processes and timely completion of work. In this
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context, the crop production efficiency management system is a set of management
tools and solutions aimed at achieving the optimal ratio between resource costs and the
results obtained. Accordingly, personnel motivation is a key element of this system, as
it provides stimulation of labor activity and orientation of employees to achieve certain
production goals [1]. Thus, the motivational mechanism should be considered as an
integral component of the overall efficiency of an agricultural enterprise. Given the
modern transformations of the agricultural sector, innovative motivation mechanisms
should be considered as modern management tools based on the use of digital
technologies, performance assessment systems and individualized approaches to labor
stimulation. Such mechanisms include performance management systems based on key
performance indicators (KPI), digital HR management platforms, gamification of
production processes, individualized incentive systems, as well as integrated models
of material and non-material motivation. Within the framework of the specified
approach, the use of KPI allows you to establish clear, measurable criteria for
evaluating the results of personnel work, which ensures the transparency of the
incentive system and the objectivity of the distribution of remuneration [2]. In this case,
in the field of crop production, such indicators can be the level of yield, product quality,
performance of technological operations and minimization of production losses. In
turn, digital HR management platforms provide automation of the processes of
collecting and analyzing information on the results of employee activities, which
increases the efficiency of making management decisions and contributes to a more
accurate assessment of the contribution of each employee.

The modern motivation system of enterprises requires constant improvement to
ensure high efficiency of collective work. One of the important tools that has gained
popularity in recent years is gamification, which involves the integration of game
elements into production activities. The introduction of such elements allows to
significantly increase the involvement of personnel in the work process, to activate
team interaction and to form additional incentives for achieving high results. Game
mechanisms, such as competitions, ratings, points or rewards, contribute to the creation
of positive competition among employees, which in turn motivates them to achieve
better results and actively participate in corporate initiatives.

At the same time, the effectiveness of the motivation system largely depends on
the ability of the enterprise to adapt its methods of stimulation to the individual needs
of each employee. Individualized approaches to motivation allow to take into account
the personal characteristics of employees, their qualifications, experience, as well as
the results of their activities. This makes it possible to create a more accurate and
targeted stimulation system that meets the needs of specific employees, which ensures
increased work efficiency and promotes the development of professional skills.

Thanks to such individual approaches, not only an effective motivation system
is formed, but also an opportunity is created for the development of the human capital
of the enterprise. As a result, not only labor productivity increases, but also the overall
competitiveness of the company, which is especially important in the conditions of
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dynamic economic development and global competition. A better understanding of the
needs of employees, their ambitions and potential allows enterprises to retain qualified
personnel and attract new talented specialists, which helps to preserve and strengthen
their positions in the market.

Based on the above tools, the integration of innovative motivation mechanisms
into the production efficiency management system involves the formation of a clear
relationship between the results of personnel activities and the overall performance
indicators of the enterprise. In general, this process can be represented as a sequence:
personnel motivation — increased labor productivity — improved production
indicators — increased overall efficiency of the enterprise. Further development of this
approach requires the coordination of motivational tools with the key business
processes of the enterprise, including planning, organization, control and analysis of
production activities, which allows us to consider motivation as an integral element of
the management cycle [3]. In the same context, the formation of effective feedback
between management and employees becomes important, which provides the
possibility of prompt adjustment of motivational policy in accordance with changes in
the internal and external environment. In order to increase the effectiveness of labor
resource management, motivational mechanisms should be aimed at increasing labor
productivity, provided that the costs of stimulating personnel are economically
feasible, which ensures a balance between the costs of the enterprise and the results
obtained.

A separate role in the motivation structure is played by non-material incentives,
in particular the opportunities for professional development, career growth, partici-
pation in making management decisions and the formation of a favorable socio-
psychological climate in the team. In combination with material incentives, they form
a holistic system of influence on the work behavior of employees.

In the conditions of digitalization of management processes, the use of
information and analytical systems is of particular importance, which allow automating
the assessment of work results and improving the quality of management decisions,
which creates the prerequisites for more accurate planning and forecasting of labor
resource needs. At the same time, the implementation of innovative motivation
mechanisms requires taking into account the financial capabilities of the enterprise, the
level of training of management personnel and the readiness of the team for orga-
nizational changes, which directly affects the effectiveness of their implementation.

At the same time, the implementation of innovative motivation mechanisms is
accompanied by a number of organizational and socio-economic challenges that may
reduce the effectiveness of their implementation. Among the main limitations, it is
necessary to highlight the insufficient level of digital literacy of some personnel,
resistance to changes on the part of employees, as well as limited financial capabilities
of agricultural enterprises for the implementation of complex information systems. It
Is worth considering the risks of misinterpretation of KPI, which can lead to distortion
of motivational behavior of employees and orientation only on formal indicators [4].




JKypnan «Haykosi innosayii ma nepedosi mexnonoziin Ne 4(56) 2026
ISSN 2786-5274 Print

In this regard, the phased implementation of innovative tools with prior training
of personnel and adaptation of management procedures becomes particularly relevant.

Summarizing the above, it should be noted that the integration of innovative
mechanisms for motivating personnel into the system of managing the efficiency of
crop production is a complex process that requires a systematic approach, taking into
account industry specifics and the use of modern management tools. Further
improvement of the motivation system requires adherence to the principles of
consistency, complexity and adaptability, according to which all elements of the
motivation mechanism must be interconnected and consistent with the strategic goals
of the enterprise, as well as capable of responding promptly to changes in the external
and internal environment.

In this direction, it is important to introduce a strategic approach to personnel
management, which involves long-term planning of labor resource needs, development
of human resources potential and formation of a reserve of managerial personnel,
which ensures the stability of the enterprise's functioning. In addition, the effectiveness
of motivation largely depends on the transparency of the incentive conditions, when
employees clearly understand the criteria for evaluating work results, the mechanism
for forming remuneration and the prospects for professional development, which
increases the level of trust in the management system.

In view of this, an important aspect is the assessment of the economic feasibility
of implementing motivation mechanisms, which involves analyzing the ratio of
personnel incentive costs and the resulting economic effect. The use of modern
motivation systems must be justified from the standpoint of increasing labor
productivity, reducing losses and optimizing production processes [5]. In this context,
it is advisable to use approaches to assess the effectiveness of investments in human
capital, which allows to quantify the impact of motivational policy on the financial
results of the enterprise. Thus, staff motivation should be considered not as an expense,
but as a strategic investment in the long-term development of the enterprise.

An important factor is the development of internal communications at the
enterprise, since open dialogue between management and employees contributes to the
formation of a positive socio-psychological climate and increased involvement of
personnel in production processes. In the same context, it is appropriate to emphasize
the importance of teamwork, which is characteristic of production processes in crop
production, because the use of collective forms of stimulation, in particular bonuses
for team results, increases the effectiveness of employee interaction.

An important element of the development of the motivational system is
continuous training of personnel and advanced training, which contributes to increased
labor productivity and creates a sense of stability and professional prospects in
employees. Additionally, it should be noted the role of mentoring as a tool for
transferring experience between employees, which shortens the adaptation period of
new employees and contributes to the development of the corporate culture of the
enterprise.
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In modern conditions, the importance of individualization of motivational
approaches is increasing, which allows taking into account the personal needs of
employees and increasing the effectiveness of stimulating their work activity. It is also
important to use modern methods of personnel assessment, such as certification,
competency-based assessment and the 360-degree system, which ensures the
objectivity of determining the level of professional training of employees [6]. An
essential element is a corporate culture focused on performance, responsibility and
mutual respect, which contributes to the consolidation of the team and increasing the
efficiency of the enterprise.

In turn, social factors, including working conditions and social guarantees,
directly affect the level of employee loyalty and reduce staff turnover. In the context
of the digital transformation of the agricultural sector, the implementation of personnel
management information systems allows for increased accuracy of labor accounting
and the effectiveness of management decisions, while the automation of production
processes creates a need for the development of new employee competencies, which
requires appropriate adjustment of motivational mechanisms.

Taking into account the seasonality of production, the implementation of flexible
forms of employment is of great importance, ensuring the effective use of labor
resources and the adaptation of the enterprise to changes in the market environment. In
the process of implementing innovative motivation mechanisms, it is also necessary to
pay attention to change management, since any organizational transformations may be
accompanied by personnel resistance, which requires appropriate information support
and employee involvement in changes [7]. The final element is the assessment of the
effectiveness of the motivation system, which allows determining the effectiveness of
the implemented measures and ensuring their further improvement.

The peculiarities of agricultural production also require taking into account
natural and climatic risks, which necessitates the formation of a balance between labor
incentives and social security of employees. In conclusion, it should be emphasized
that the effectiveness of the motivation system largely depends on the level of
professional competence of managers, their ability to implement modern management
approaches and form a favorable environment for personnel development [8].

In modern conditions of economic development, the creation of such motiva-
tional mechanisms that can ensure the sustainable development of enterprises in the
agricultural sector, in particular in the field of crop production, is of great importance.
The principles of sustainable development involve a combination of three main
components: economic efficiency, social responsibility and environmental sustaina-
bility of production processes. Economic efficiency in this context means the need to
increase labor productivity through the improvement of technological processes,
automation of production, reduction of resource and energy costs, as well as
optimization of management decisions. Increasing economic efficiency has a direct
impact on the profitability of the enterprise, which allows ensuring competitiveness
and sustainable development.
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Social responsibility consists in ensuring that motivational mechanisms
contribute not only to economic growth, but also to the social development of
personnel. This includes creating comfortable working conditions, providing
opportunities for employee training, implementing a fair remuneration system and
stimulating interest in improving product quality. Taking into account social aspects in
motivation is an important factor in increasing employee loyalty and job satisfaction.

Environmental sustainability is one of the important aspects of sustainable
development, especially in the agricultural sector. Motivational mechanisms should
promote the rational use of natural resources, compliance with environmental standards
and minimizing damage to the environment. It is important that crop enterprises
consider methods that reduce the negative impact on nature, such as the use of organic
fertilizers, preserving biodiversity and preventing soil erosion [9].

The adaptability of the motivational system to changes in the external
environment is also of key importance. The agricultural market is highly competitive
and prone to fluctuations caused by changes in demand for products, price fluctuations,
climatic conditions and technological innovations. The motivational system must be
flexible and able to respond to these changes, which allows enterprises to quickly adapt
to new conditions and ensure stable development.

Climate risks also play an important role in the formation of the motivational
system, since climate change can significantly affect productivity, soil condition and
the availability of water resources. Therefore, the implementation of practices that
reduce the impact of climate change on production is an important component of
motivation.

Technological innovations are of great importance for increasing production
efficiency. They allow not only to improve product quality, but also to optimize costs
by introducing the latest technologies into the agricultural sector. This includes the use
of precision agriculture, modern methods of soil cultivation and the development of
disease-resistant crop varieties [10].

Thus, in combination, the above factors will not only increase the economic
efficiency of the enterprise, but will also contribute to its long-term sustainability and
competitiveness in the agricultural market. Therefore, the creation of such a
motivational system that would take into account all these aspects is the key to the
successful development of agricultural enterprises.

Conclusions. The conducted research gives grounds to assert that in modern
business conditions, personnel motivation is one of the determining factors in
increasing the efficiency of crop production. The level of employees' interest in the
results of work, their responsibility and professional performance directly affect the
quality of agro-technological processes and the final results of the enterprise.

Traditional approaches to labor stimulation are gradually losing their effec-
tiveness, as they do not take into account the dynamics of the external environment,
the individual characteristics of employees and the specifics of agricultural production.
In this regard, the implementation of modern motivational mechanisms that combine




JKypnan «Haykosi innosayii ma nepedosi mexnonoziin Ne 4(56) 2026
ISSN 2786-5274 Print

material and non-material incentives, involve the use of digital technologies and the
latest approaches to assessing labor results is relevant.

The use of KPI systems, digital personnel management tools, gamification
elements and individualized incentive models helps to increase the transparency of
management processes, provides a more objective assessment of performance results
and increases the level of employee involvement. As a result, this has a positive effect
on labor productivity, product quality and the efficiency of using the enterprise's
resource potential.

The formation of an effective motivation system in crop production requires
taking into account the seasonal nature of production, the influence of natural and
climatic factors and the presence of production risks. Under such conditions, flexible
wage systems, seasonal incentives and social protection measures are of particular
importance, which contribute to the preservation of human resources and the
maintenance of an appropriate level of personnel motivation.

Thus, the integration of modern motivational approaches into the production
efficiency management system ensures the coordination of the interests of the
enterprise and its employees, which is an important prerequisite for the sustainable
development of agricultural enterprises. The practical implementation of such approac-
hes contributes to the improvement of economic performance and the formation of a
modern management culture focused on the development of human capital.

It is advisable to link the prospects for further research with the improvement of
methodological approaches to the quantitative assessment of the effectiveness of
motivational mechanisms, the analysis of their impact on the financial results of
enterprises, as well as the adaptation of international experience to the conditions of
the functioning of the domestic agricultural sector.
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