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Comprehensive motivation system as a basis
for the development of organisational innovation activity

Abstract. In the context of global competition and technological change, innovation is key to sustainable organisational
development, yet its potential often remains unrealised due to imperfect motivation systems, highlighting the need for
a comprehensive motivational mechanism. The purpose of this study was to theoretically substantiate the impact of an
integrated motivation system on the development of organisational innovation and to identify key approaches to its
formation. To achieve this, the research applied a systems approach, analysis and synthesis, comparative analysis, and
logical generalisation. The findings emphasised the role of motivation as a catalyst for innovation processes, outline the
structural components of a comprehensive motivation system designed to stimulate employees’ innovative activity, and
propose a multi-component approach that combines material, non-material, and procedural incentives. Particular attention
was given to shaping an organisational environment that is tolerant of risk, supportive of experimentation, and encouraging
of employee initiative. It was identified critical contemporary challenges-wartime conditions, digitalisation, and resource
constraints-and demonstrates their impact on the effectiveness of motivational systems in the innovation domain. It
concluded that effective innovation development is impossible without a targeted motivational system that integrates the
satisfaction of economic needs with the pursuit of self-realisation, recognition, and creativity. It has been shown that the
integration of a comprehensive motivation system into the organisation’s development strategy ensures its adaptability to
external challenges and creates conditions for innovative activity. The practical value of the study lies in using the Integrated
Motivation Model to unlock innovation potential and enhance organisational competitiveness

Keywords: work motivation; innovation development; non-material incentives; organisational justice; innovation potential;
human resource management

INTRODUCTION

In the current context of economic turbulence and structur-
al transformation, labour motivation is acquiring a decisive
role in ensuring the innovative development and resilience
of enterprises. Transitional economies face particular chal-
lenges, as organisations must adapt to institutional insta-
bility, resource scarcity, and uncertainty while stimulating
employee engagement and creativity. Traditional systems
based mainly on financial incentives no longer capture the
complex, multidimensional nature of motivation. There-
fore, it is critical to develop approaches that align employee
motivation with innovation-driven competitiveness and
sustainable growth.

M. Pasko & V. Samoilenko (2023) underlined that rec-
ognition, professional training, and career development
opportunities act as long-term drivers of employee en-
gagement. Their findings highlighted that non-material in-
centives create sustainable employee loyalty and stimulate
continuous organisational development, which traditional
wage-based approaches cannot guarantee. This perspective
confirms that intangible motivators should be regarded as
strategic assets in building innovative capacity.

A similar conclusion was reached by A.C. Edmondson
& D.P. Bransby (2023), who demonstrated that psycho-
logical safety supported by trust and individual autonomy
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exerts a stronger and more sustainable impact on inno-
vative behaviour than monetary incentives, emphasising
that innovation depends on an environment of confidence
and openness rather than financial mechanisms alone. A
similar relationship was identified by S. Wen (2020), who
found that organisational and team identification mediate
the connection between perceived organisational support
and innovative behaviour. The study demonstrated that
non-material incentives such as recognition, trust, and par-
ticipation become considerably more effective when em-
ployees strongly identify with their organisation, indicating
that corporate culture functions not only as a motivational
context but also as a multiplier of achieved outcomes.

The modernisation of incentive systems is addressed
by D. Roumpi (2023), who argued that a balanced com-
bination of material and non-material motivators is es-
sential for building organisational resilience. Her research
demonstrated that traditional remuneration policies,
though necessary, are insufficient to sustain long-term
innovative activity. Instead, organisations must rethink
strategic Human Resource Management (HRM) practic-
es by incorporating procedural fairness, recognition, and
opportunities for professional growth. This argument is
particularly relevant for economies undergoing transfor-
mation, where limited resources often restrict the effec-
tiveness of financial incentives. Crisis conditions create
additional complexity in shaping motivation, as shown by
H. Zacher & C.W. Rudolph (2021). Their study revealed
that during times of instability, employees prioritise sta-
bility, fairness, and organisational support over temporary
financial adjustments. These findings illustrate a structur-
al shift in motivational needs: employees are more mo-
tivated by security and fairness than by short-term ma-
terial benefits. Such results have strong implications for
organisations in transitional and crisis-prone economies,
where resilience depends on the ability to design adaptive
motivational systems.

A Ukrainian perspective was provided by N. Podol-
chak et al. (2025), who studied the motivation of civil serv-
ants during wartime. Their findings showed that solidarity,
institutional trust, and moral support outweigh economic
incentives, which lose significance under extreme condi-
tions. This research highlighted the necessity of designing
HR systems that respond not only to economic but also to
socio-psychological needs. It also demonstrated that mo-
tivation becomes a critical instrument of resilience in na-
tional governance structures.

Taken together, these studies showed notable progress
in understanding different aspects of motivation-non-ma-
terial factors, organisational culture, crisis adaptation, and
sustainability. However, they also reveal several limitations.
Most studies examine isolated factors rather than providing
an integrated framework. Many focus on specific industries
or national contexts, which limits the generalisability of re-
sults. Moreover, the predominance of cross-sectional data
restricts understanding of how motivational systems evolve
over time. Finally, although researchers acknowledge the

importance of intangible incentives, few propose concrete
models for systematically integrating them with financial
and procedural mechanisms. The reviewed studies demon-
strated that while progress has been made in highlighting
fairness, adaptability, and integrated HR systems, a holistic
motivational framework is still missing.

The purpose of this article was to substantiate the con-
ceptual foundations of the Integrated Motivation Model
(IMM) and demonstrate its applicability for diagnosing,
monitoring, and improving the motivational climate of en-
terprises under conditions of crisis and post-crisis trans-
formation.

MATERIALS AND METHODS

This study employed a comprehensive set of general scien-
tific and specialised research methods, including a systems
approach, analysis and synthesis, comparative analysis,
and logical generalisation. The research logic followed a
stepwise trajectory. First, a systematic review of existing
literature on motivation and innovation was conducted,
which revealed key conceptual contradictions and high-
lighted the fragmentation between material, non-material,
and procedural approaches. Second, GAP analysis was ap-
plied to compare Ukrainian HR practices with European
benchmarks, thereby identifying structural asymmetries in
motivational systems. Finally, these insights provided the
basis for the development of the IMM as an interpretive
framework, consolidating diverse motivational dimensions
into a single conceptual system.

The selection of international data sources was delib-
erate. Reports by Organisation for Economic Cooperation
and Development (OECD), World Bank, and Eurofound
were chosen due to their methodological rigor and longi-
tudinal scope. OECD (2021) surveys provided macro-lev-
el indicators of human capital and innovation policy that
made it possible to situate Ukraine in a global context. The
Human Capital Index (World Bank, 2021) and region-
al development assessments were employed because they
systematically evaluate resilience and adaptability of labour
resources, which is crucial in transitional economies. Eu-
rofound (2021; n.d.) surveys offered representative data on
working conditions, employee well-being, and organisa-
tional practices across the European Union (EU). Togeth-
er, these sources ensured comparability of Ukraine’s mo-
tivational practices with both European and international
standards, while maintaining relevance to the Ukrainian
socio-economic environment.

The classification of motivational gaps was based on
qualitative categorisation principles. To assess the levels
of discrepancies in motivational practices, a qualitative
categorisation (Medium, High, Very High) was applied.
Medium indicated noticeable but non-critical differences
requiring partial improvement; High reflected systemic
discrepancies significantly affecting motivational effec-
tiveness and demanding comprehensive adjustments; Very
High denoted critical mismatches that hinder the forma-
tion of an effective motivational environment and require
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urgent reform. The classification was based on expert in-
terpretation, drawing on a comparative analysis of Ukrain-
ian HR practices and international benchmarks presented
in Eurofound (2021; n.d.), World Bank (2021), as well as
in academic studies (Akram et al., 2020; Choi et al., 2022;
Mubashar et al., 2022). Accordingly, the assigned levels
reflect the relative magnitude of differences identified in
these sources rather than the results of direct statistical
measurement. To diagnose the motivational environment,
GAP analysis was applied, allowing the identification of
asymmetries between declared HR policies and actual
practices. For assessing organisational innovation poten-
tial, the IMM was employed. IMM comprises four inter-
related components-material, intangible, procedural, and
adaptive stimuli - that jointly provide a holistic interpre-
tation of motivational dynamics. It is explicitly emphasised
that the IMM has not been empirically tested as an inde-
pendent model within this study. Instead, it was employed
as a conceptual and diagnostic instrument to interpret the
results of the GAP analysis and to frame motivational defi-
cits in a systemic way.

The empirical foundation relied primarily on second-
ary data from the above-mentioned institutional sources,
complemented by analytical reports and documented cor-
porate practices in HR management. The triangulation of
OECD, World Bank, and Eurofound data allowed for the
verification of patterns across multiple datasets and re-
duced the risk of relying on a single institutional perspec-
tive. While no original primary dataset was generated,
secondary analysis allowed for meaningful benchmark-
ing and provided the basis for conceptual generalisations.
Nevertheless, several limitations were recognised. First,
the reliance on secondary data reduces the scope for con-
text-specific generalisations, since institutional differences
may distort applicability to the Ukrainian environment.
Second, the absence of original survey data implies that
employee-level perceptions could only be approximated
through reported aggregates. Third, the categorisation of
motivational gaps may depend on the operational defini-
tions adopted by international institutions, which are not
always fully tailored to the Ukrainian socio-economic con-
text. These constraints highlight the exploratory nature of
the findings.

RESULTS AND DISCUSSION
The analysis of motivational practices in innovation-ori-
ented organisations cannot be divorced from their classical
theoretical foundations. A.H. Maslow (1954) proposed the
hierarchy of needs, establishing a framework that linked
employee performance to the progressive satisfaction of
physiological, social, and self-actualisation needs. His
theory remains relevant for innovation contexts, where
higher-order needs such as creativity and autonomy often
determine engagement. E Herzberg (1971) advanced the
two-factor theory, distinguishing between hygiene fac-
tors and motivators. His insights clarified why salary ad-
justments may prevent dissatisfaction but fail to generate

genuine commitment or creativity. This distinction is crit-
ical in interpreting motivational gaps identified in the sur-
vey data. V. Vroom (1964) contributed expectancy theory,
which emphasised that effort, performance, and reward are
cognitively evaluated by employees. In innovation settings,
this theory underscores the necessity of transparent links
between contribution and recognition, a gap evident in
transitional economies.

D.C. McClelland (1961) highlighted three key
needs — achievement, affiliation, and power-arguing that
individual differences shape motivational outcomes. In
road construction and similar industries, the balance be-
tween achievement orientation and affiliation is especial-
ly relevant for fostering teamwork alongside innovation.
J.S. Adams (1965) formulated equity theory, which linked
perceptions of fairness in input-output exchange to moti-
vational strength. This theory resonates with the findings
that procedural transparency strongly influences employ-
ees’ willingness to share ideas. E.A. Locke (1968) developed
goal-setting theory, which established that specific, chal-
lenging goals enhance motivation more than vague tar-
gets. Innovation requires precisely such clarity, especially
when employees must invest energy in uncertain projects.
T.M. Amabile (1996) emphasised creativity and intrinsic
motivation as pivotal for innovative performance. Her work
shifted attention from material incentives toward non-ma-
terial enablers, including autonomy and recognition, both
of which appear underrepresented in Ukrainian enterpris-
es. E.L. Deci & R.M. Ryan (1985) elaborated self-determi-
nation theory, highlighting autonomy, competence, and
relatedness as critical intrinsic motivators. This theoretical
lens validates the evidence that employees’ lack of autono-
my correlates with disengagement, regardless of wage lev-
els. A.B. Bakker & E. Demerouti (2007) validated the Job
Demands-Resources model, showing that organisational
resources mitigate stress and increase innovative produc-
tivity. Their framework justifies the IMM’s incorporation of
procedural and adaptive elements. J. Barney (1991) intro-
duced the resource-based view, conceptualising motivation
as a strategic resource. D.J. Teece et al. (1997) extended
this through dynamic capabilities, linking organisational
adaptability to the restructuring of motivational systems.
Both perspectives justify considering motivation not mere-
ly as an HR practice but as a strategic asset.

R.V. Krejcie & D.W. Morgan (1970) provided meth-
odological standards for sample size determination and
reliability, which remain widely cited in HR research.
Their criteria informed the representativeness of the sur-
vey and enabled comparative benchmarking. Finally,
J.A. Colquitt et al. (2006) highlighted the micro-level mech-
anisms through which perceptions of justice and emotional
support influence engagement. Their findings demonstrate
that social exchange processes are as important as material
incentives in shaping innovative behaviour. Taken together,
these foundational theories provide the conceptual scaf-
folding for the IMM, justifying its multidimensional struc-
ture that incorporates material, intangible, procedural, and
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adaptive elements. To systematise these contributions and
clarify their relevance for the study, Table 1 summarises the

main theoretical approaches and their implications for in-
novation-oriented motivation.

Table 1. Evolution of motivation approaches: From classical theories to the IMM

Stage / paradigm Key characteristics

Classical stage

Focus on material incentives; linear understanding
of employee needs and behaviour

Representative theories / concepts
A.H. Maslow (1954), D.C. McClelland (1961),
V. Vroom (1964), F. Herzberg (1971)

Psychological &

behavioural stage fairness, and equity

Emphasis on intrinsic motivation, job satisfaction,

J.S. Adams (1965), E.A. Locke (1968), E.L. Deci &
R.M. Ryan (1985), T.M. Amabile (1996)

Organisational &
cultural stage

Importance of procedural justice, psychological
safety, and participative leadership

T. Akram et al. (2020), E.A. Saether (2020),
S.-B. Choi et al. (2022), T. Mubashar et al. (2022),
T.W.H. Ng et al. (2024)

Integration of HRM with innovation, digital

J. Barney (1991), D.J. Teece et al. (1997, A.B. Bakker

Strategic & adapti £ ion, Envi 1, Social, .
eieadpive - eonlomaton and Envronmenl S and L o (3607, Cavie
8 : aiet & I. Hatak (2020), A. Ahmi¢ & M. Cosi¢ (2025)
Combination of material, intangible, procedural, R . .
Integrated stage IMM  and adaptive incentives within a flexible, multilevel Author’s conceptual contribution; synthesis of all

framework

previous stages

Source: compiled by the author

Table 1 presents a synthesised framework outlining the
historical evolution of motivation approaches-from classi-
cal economic theories to the development of the IMM. Each
stage reflects a progressive expansion of conceptual depth,
leading to a multidimensional and diagnostically robust
framework for motivating innovation-oriented human cap-
ital. Modern research increasingly highlights the multidi-
mensional nature of motivation in crisis-prone economies.
S.-B. Choi et al. (2022) demonstrated that organisational
justice significantly enhances innovative work behaviour,
primarily through the mediating effects of trust and psy-
chological safety, emphasising that fair treatment and
transparent communication create the psychological con-
ditions necessary for creativity and innovation. This aligns
with the findings indicating that weak fairness perceptions
are central to disengagement in Ukrainian enterprises.

T.W.H. Ng et al. (2024) revealed that while remunera-
tion remains important, long-term engagement is primari-
ly driven by recognition trust and opportunities for growth
Employees often report stagnation where intangible mo-
tivators and developmental support are absent. In a field
study, T. Akram et al. (2020) report that perceived organisa-
tional justice, including distributive, procedural, and inter-
actional fairness, positively predicts employees” innovative
work behaviour, partly through knowledge sharing. Com-
plementarily, perceived organisational justice is positively
associated with employee engagement, a condition that
typically enables greater creative and innovative contribu-
tions at work T. Mubashar et al. (2022). Recent evidence in-
dicates that organisational justice and non-material (“emo-
tional”) incentives are positively associated with happiness
at work - a close proxy for job satisfaction — underscoring
that fairness in motivational practices matters beyond pay
levels (Ravina-Ripoll et al., (2024). Taken together with
evidence that justice predicts innovative work behaviour
and is positively related to employee engagement, this lit-
erature aligns with the IMM’s emphasis on fairness and

non-material incentives. M. Coli¢ et al. (2022) cautioned
that excessive reliance on financial incentives may under-
mine motivation and engagement when employees’ intrin-
sic and developmental needs are neglected. This aligns with
broader evidence that undervaluing creativity and auton-
omy increases turnover intentions and weakens commit-
ment. J.B. Carnevale & I. Hatak (2020) showed that HR
practices focused on employee adjustment and well-being
strengthen organisational resilience by fostering flexibility
and sustaining motivation during periods of uncertainty.
Complementing this view, A. Ahmi¢ & M. Cosi¢ (2025)
demonstrated that digital HRM systems enhance resil-
ience by developing anticipation, coping, and adaptation
capabilities, thereby ensuring continuity of innovation
and long-term workforce engagement. The data similarly
show that Ukrainian firms lacking adaptive HR practices
experienced sharper motivational declines during crises.
Eurofound (2021; n.d.) emphasised that work environment
quality, procedural transparency, and the balance between
material and intangible incentives shape readiness for inno-
vation. This directly parallels the findings of motivational
gaps across Ukrainian enterprises. The World Bank (2021)
reaffirmed that human capital, rather than infrastructure, is
the primary driver of resilience in transitional economies.
This supports the evidence that disengagement erodes not
just productivity but also organisational competitiveness.
S. Strohmeier (2020) stressed the importance of intui-
tive, user-friendly digital HR systems, warning that admin-
istrative rigidity and overly bureaucratic designs undermine
employee motivation and trust. The results confirm this
observation: employees in Ukrainian firms often describe
HR systems as cumbersome and unresponsive. Evidence
from M. Nguyen et al. (2024) further underlines the role of
collective engagement and participatory decision-making
in sustaining innovation during turbulence. These studies
reinforce the IMM’s inclusion of adaptive and collective
motivators. Taken together, these contemporary studies
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highlight the same gaps revealed in the data: limited use
of non-material incentives, weak fairness, and insufficient
adaptability. Building on these contemporary findings,

Table 2 summarises the discrepancies revealed through
GAP analysis, contrasting motivational practices in Ukraine
with those observed in EU and global benchmarks.

Table 2. GAP analysis of motivational practices: Ukraine vs EU/global benchmarks

Wy o Ukraine (current state) EU/Global best practices PG T
component level)
. Eocus on base salfiry; bonuses not linked to KPI-based bonuses, stock options, profit
Material innovation (Shalimova & Magopets, 2019; . . .
. . sharing (Herzberg, 1971; Amabile, 1996; High
incentives Herasymenko & Herasymenko, 2019;
. Teece et al., 1997; Noe et al., 2014).
Kalinin, 2025).
Limited recognition; weak mentoring . .
. .. Structured training systems, mentoring,
Intangible and training programs (Herasymenko . . .
. . internal corporate academies (Akram et Medium
incentives & Herasymenko, 2019; Leskova, 2022; .
L. al., 2020; Coli¢ et al., 2022).
Kalinin, 2025).
Low transparency in decision-making; Transparent procedures, participatory
Procedures and . . . : . .
culture dominance of administrative control (Shalimova  management, trust-based culture (Deci High
& Magopets, 2019; Kovryha, 2020; Kalinin, 2025). & Ryan, 1985; Choi et al., 2022).
. Minimal HR digitalisation; initial ESG Use of AI/H.R analyuc.s, ESG-mtegrated
Adaptiveness integration (Shalimova & Magopets, 2019; HRM, resilience-building programs
(ESG, Digital Lositslfa et al.. 2021: Kalinin. 2 Og 5'pSer)1 sh r; & (Carnevale & Hatak, 2020; World Very High
HR) nEUEh > <052 SEnyshy Bank, 2021; OECD, 2021; Ahmi¢ &

Hirniak, 2025).

Cosi¢, 2025).

Source: compiled by the author

Table 2 presents the GAP analysis of motivational
practices in Ukraine compared with EU and global bench-
marks, highlighting discrepancies across four motivational
dimensions. The synthesis of classical foundations and con-
temporary evidence underscores the fragmented nature of
existing motivational practices. Classical theories provide
enduring insights into the roles of fairness, autonomy, rec-
ognition, and goal clarity, while modern studies confirm
their continued relevance under conditions of volatility. The
GAP analysis, summarised in Table 2, demonstrates that
Ukrainian enterprises overemphasise material incentives
while underutilising non-material, procedural, and adap-
tive elements. This imbalance results in disengagement,
reduced creativity, and weakened innovation capacity.

The IMM directly addresses these gaps by consolidat-
ing four dimensions-material, intangible, procedural, and
adaptive - into a coherent system. The IMM’s diagnostic
capacity allows organisations to identify motivational defi-
cits, compare them across contexts, and design interven-
tions aligned with international best practices. By situating
the IMM at the intersection of classical theory and contem-
porary empirical evidence, the present study provides both
a theoretical contribution to HRM literature and a practi-
cal tool for organisations navigating crises and transitions.
The current study highlights the urgent need for integrated
motivational systems in transitional economies, where in-
novation capacity is undermined by fragmented incentive
structures, inconsistent fairness practices, and insufficient
adaptability. Having outlined both classical and modern
foundations, the study further interprets the findings in the
context of contemporary research (2019-2025) and institu-
tional evidence, which highlights the theoretical and prac-
tical contributions of the IMM.

Organisational justice and psychological safety. The
analysis demonstrates that fairness and transparent re-
ward allocation remain central determinants of motivation
in innovation-oriented organisations. This observation is
consistent with S.-B. Choi et al. (2022), who demonstrated
that organisational justice significantly enhances innova-
tive work behaviour through the mediating effects of trust
and psychological safety, underscoring that fair treatment
and transparent organisational processes foster the psy-
chological conditions necessary for creativity and innova-
tion. Consistent with this, fairness perceptions are strongly
related to employee creative and innovative behaviour, as
evidenced by the justice-innovation linkage reported by
T. Akram et al. (2020). Fair treatment is likewise strongly
related to employee engagement T. Mubashar et al. (2022),
thereby providing the motivational and relational resources
that underpin organisational adaptability.

These findings resonate with the evidence that moti-
vational gaps in Ukrainian enterprises are closely linked
to weak justice perceptions, particularly in reward distri-
bution and participatory decision-making. A. Newman et
al. (2023) further emphasised that justice-oriented HR sys-
tems act as a resilience mechanism during crises, ensuring
stability in employee commitment. Taken together, these
studies validate the IMM’s emphasis on procedural fairness
as a distinct dimension that requires systematic monitoring.

Balancing material and non-material incentives. The
empirical evidence also confirms that financial compen-
sation alone is insufficient to sustain innovation perfor-
mance. E.A. Saether (2020) demonstrated that creativity
and long-term innovation depend on intrinsic motivation,
perceived fairness, and procedural justice rather than mon-
etary rewards. Similarly, TW.H. Ng et al. (2024) found that
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while remuneration satisfies immediate needs, sustainable
engagement is primarily driven by recognition, trust, and
opportunities for professional growth.

M. Coli¢ et al. (2022) found that while financial incen-
tives are used, the application of non-financial incentives
was stronger and more consistently linked to motivation in
small, medium and large companies. Their findings imply
that reliance on financial incentives alone risks under-serv-
ing employees” intangible needs and may thus undermine
engagement when those needs remain unmet. The find-
ings parallel these observations: Ukrainian HR practices
overemphasise salary adjustments while underutilising
non-material motivators such as autonomy, recognition,
and creativity platforms (Leskova, 2022). R. Ravina-Ri-
poll et al. (2024) provide additional evidence that fair
non-material (emotional) incentives and organisational
justice are positively associated with happiness at work,
which serves as a close proxy for job satisfaction, indicating
that fairness in motivational practices matters beyond pay
levels. These insights validate the IMM’s inclusion of intan-
gible stimuli as a core component of sustainable motivation.

Adaptation in crisis-prone environments. One of the
most striking insights of this study is that motivational sys-
tems must be inherently adaptive to remain effective under
conditions of volatility. ].B. Carnevale & I. Hatak (2020)
showed that HR practices promoting employee adjustment
and well-being strengthen organisational commitment and
resilience through flexibility and sustained motivation. In
parallel, A. Ahmi¢ & M. Cosi¢ (2025) found that digital
HRM systems reinforce these effects by enabling adaptive
learning, innovation continuity, and effective coping mech-
anisms under turbulent conditions.

Likewise, Eurofound (n.d.) highlighted that employee
readiness for innovation depends on the balance between
material security and intangible recognition, especially un-
der crisis conditions. The World Bank (2021) emphasised
that human capital, rather than physical infrastructure, re-
mains the key driver of resilience in transitional economies.
Similar integration logic can also be observed beyond HRM:
Y. Cherenko et al. (2025) demonstrated that Enterprise Re-
source Planning - Business Process Management Systems
(ERP-BPMY) integration reduces operational risks in criti-
cal infrastructure. This parallel underlines that fragmented
systems are inherently vulnerable, while integrated frame-
works — whether in infrastructure management or in HRM —
are crucial for ensuring resilience and adaptability. The re-
sults confirm these trends — motivational systems that fail to
adapt to external shocks risk deepening disengagement and
losing critical talent. By explicitly incorporating adaptive
incentives, the IMM addresses this systemic vulnerability.

Learning, skills development, and digital transforma-
tion. Continuous development emerged as a decisive fac-
tor for motivation in — 21*-century workplace. R.A. Noe et
al. (2014) already anticipated this shift, and recent research
reaffirms its importance. Eurofound (2021) stressed that
organisations providing structured opportunities for re-
skilling and digital learning reported higher employee

satisfaction and innovation readiness. More recently,
S. Strohmeier (2020) argued that digital HR systems must
remain intuitive, non-burdensome, and technologically us-
er-friendly to maximise employee engagement and trust,
emphasising that complex or overly formalised designs
can diminish motivation and limit adaptive potential. The
evidence supports these claims, revealing that the absence
of accessible digital HR platforms in Ukrainian enterprises
hampers transparency and reduces employees’ perceived
fairness. This validates the IMM’s integration of digital HR
solutions within the adaptive dimension.

Resilience and innovation culture. The relationship be-
tween motivation and innovation culture is reinforced by
contemporary studies. S. Suhandiah et al. (2023) highlight-
ed that autonomy fosters psychological resilience, which in
turn sustains innovative work behaviour. Complementari-
ly, S.-H. Kwon & J.-S. Kim (2025) emphasised that partici-
patory decision-making enhances cognitive flexibility and
creativity, thereby reinforcing innovation performance.
C. Burlina et al. (2025) similarly showed that organisations
in transitional economies benefit from embedding collec-
tive engagement into motivational frameworks, particu-
larly when facing turbulence. These perspectives confirm
that resilience is not solely a psychological construct but is
actively shaped by organisational HRM strategies. The re-
sults demonstrate that companies neglecting collective mo-
tivators — such as team recognition and participatory inno-
vation platforms-experience lower levels of organisational
creativity. The IMM addresses this by embedding collective
engagement within its intangible and adaptive dimensions.

Synthesis and contribution of IMM. When viewed
collectively, contemporary research underscores three
critical themes: 1) procedural fairness and justice are in-
dispensable for fostering trust and innovation; 2) a balance
between material and non-material incentives is essential
for sustained engagement; and 3) adaptability, learning,
and resilience must be systematically integrated into HRM
frameworks. The IMM consolidates these dimensions into
a unified diagnostic tool that enables organisations to as-
sess motivational gaps quantitatively and qualitatively. Un-
like existing models, which treat incentives in isolation,
the IMM provides a multidimensional perspective linking
fairness, creativity, adaptability, and recognition into a co-
herent framework. This systemic approach not only reflects
the fragmented insights of prior studies but also translates
them into a practical model that organisations can opera-
tionalise under conditions of crisis and transformation.

Theoretically, the IMM extends current HRM and
innovation literature by synthesising diverse motivation-
al constructs into a single framework applicable across
crisis-prone economies. Practically, it provides managers
with a tool for diagnosing weaknesses, designing balanced
incentive systems, and benchmarking against internation-
al best practices. In the Ukrainian context, where organ-
isational justice and adaptive incentives remain under-
developed, the IMM offers a roadmap for aligning HRM
strategies with global standards while accounting for local
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constraints. Furthermore, by emphasising measurable in-
dicators such as fairness perception, autonomy levels, and
adaptability indices, the model supports evidence-based
HR policy-making.

CONCLUSIONS
In conclusion, the development and application of IMM
open new avenues for creating modern motivational sys-
tems capable of fulfilling strategic, diagnostic, and fore-
casting functions. It is essential that such a model remains
user-friendly, intuitive, and not overly time-consuming in
its implementation. This paves the way not only for sup-
porting innovation-driven organisational growth but also
for establishing resilient HR solutions in complex and re-
source-constrained environments—The study confirms that
successful innovation depends on a balanced motivational
environment. Financial incentives alone are insufficient;

satisfaction with motivation, dissatisfaction index, percep-
tions of organisational justice, and readiness for innova-
tion, the model functions as a diagnostic tool. This allows
organisations to identify imbalances, compare different
professional groups, and benchmark practices against
international standards. Such an approach supports evi-
dence-based adaptation of HR systems to specific sectoral
or national contexts. The findings also highlight that de-
terminant of innovative behaviour include fairness, mana-
gerial support, and the presence of an innovation-oriented
culture. Motivation thus emerges not as a narrow HR func-
tion but as an integral element of strategic development.
The IMM demonstrates flexibility, as it can be applied at en-
terprise, industry, or national levels. Future research should
focus on empirical validation of the IMM across sectors,
particularly in high-turbulence environments.

employees show greater readiness for innovation when sys- ACKNOWLEDGEMENTS
tems also provide fairness, trust, managerial support, and  None.
tolerance of risk. The IMM enables organisations to inte-
grate material, intangible, procedural, and adaptive stim- FUNDING
uli into a single structure, reducing motivational gaps and  None.
stimulating creativity.

A key contribution of the IMM is its emphasis on CONFLICT OF INTEREST
measurability. By operationalising indicators such as  None.
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KomMmnnekcHa cucteMma MmoTuBauii
1K OCHOBa pPO3BUTKY iIHHOBALiMHOI AiANbHOCTI opraHi3auii

AHoTauiqa. B yMoOBax 17106aJIbHOI KOHKYPEHIil Ta TeXHOJOTiYHMX 3MiH IiHHOBAaLil CTAIOTh K/IHYEM JI0 CTiJIKOro
PO3BUTKY OpTraHisaliil, IpoTe IXHiil IOTEHIia/l YaCTO He peali3yeTbCs Yepe3 HeJOCKOHAIICTh CUCTEM CTUMY/IIOBAHHA,
II0 3yMOBJIIOE IOTPeOy y KOMIIEKCHOMY MOTMBAILiflHOMY MexXaHisMi. MeTa JOC/IPKeHHA IOJIATaNa y TeOpeTUIHOMY
OOIPYHTYBaHHI BIUIMBY KOMIUICKCHOI CUCTeMM MOTVBALil Ha pPO3BUTOK IHHOBALiifHOI Ais/IbHOCTI opraHisauii Ta
BU3HAYeHHS KIIOYOBMX IinxoniB mo il ¢opmyBaHHA. [INg HOCATHEHHA IIOCTaB/ICHOI METM 3aCTOCOBAHO CUCTEMHMUI
MiAXifj, aHasi3 i cuMHTe3, MOPIBHANbHMIA aHAJIi3 Ta JIOTiYHE y3ara/JbHEHHA. Y Pe3y/IbTaTi BU3HAUY€HO PO/Ib MOTUBAIil AK
KaTajlizaTopa iHHOBALIIIHUX IIPOLIECIB, OKPEC/IEHO CTPYKTYPHI CK/IaJloBi KOMIUIEKCHOI CUCTEMM MOTUBALil, CIPAMOBAHOI
Ha CTUMY/IIOBaHHA IHHOBAIIIJTHOI aKTVBHOCT] IEPCOHATY, Ta 3aIIPOIIOHOBAHO 6AaraTOKOMIIOHEHTHMIA MifIXiJ, 110 IOENHYE
Marepia/lbHi, HeMaTepiabHi il mponenypHi ctuMym. OcobnyuBa yBara NpuUAiIIach GOPMyBaHHIO OpraHisauiifHOro
cepefoBMIIa, IKE € TOTEPAHTHMM JIO PUSUKY, CIPHAE eKCIIEpMMEHTaM i MiITpUMYE€ iHil[iaTMBHICTh IpalliBHNKIB. BusABneHo
K/IIOYOBI BUK/IVKM CyYaCHOCTi — BOEHHUII CTaH, IUQpoBi3allilo Ta pecypcHi 0OMeXXeHHA — i I0Ka3aHOo IXHiil BIUIUB Ha
edeKTUBHICTh MOTUBALIITHUX cucTeM Y cepi iHHOBaLil1. 3p06IEHO BUCHOBOK, 110 e(heKTUBHUI PO3BUTOK iHHOBAIiTHO
IisTIBHOCTI HEMOXKIMBUIT 6€3 I[i/IeCTIPIMOBAHOI CCTEMY MOTHBAILIL, sIKa IIO€IHYE 3a/I0BOJICHHS eKOHOMIYHMX OTpeb i3
MIpaTHEeHHAM JI0 caMopeartisallii, BUsHaHHA Ta TBop4ocTi. ITokasaHo, o iHTerpania KOMIUIEKCHOI CUCTEMM MOTHBAILI y
CTpaTeriio po3BUTKY OpraHisarii 3abesmedye ii affan TUBHICTH 0 30BHIIIHIX BUK/IVKIB i CTBOPIOE YMOBY [Is1 IHHOBAL[iTHOI
akTMBHOCTI. IIpakTi4Ha WiHHICTD TOCTIIKeHHA I0JATae y BuUKopucTanHi Integrated Motivation Model i poskpurrsa
IHHOBALIJIHOTO IIOTEHIia/Ty Ta MiBUILEHH KOHKYPEHTOCIPOMOXXHOCTI OpraHisarin

KnouoBi cnoBa: Morusanig npani; iHHOBALIHMII PO3BUTOK; HeMaTepiaJbHi CTUMYIM; OpraHisaniiina
CIpaBeIMBiCTh; IHHOBALIIHMII IIOTEHIIia/I; YIIPAaB/IiHHA I1epPCOHAI0OM
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