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Abstract

One of the leading factors determining the effectiveness of work in a modern
organization is the motivation of its employees. In the scientific psychological literature,
this phenomenon is understood mainly as constructive forms of motivation and the search
for ways to increase it. At the same time, the motivation of employees can sometimes lead
to a decrease in the productivity of the organization, i.e. destructive motivation is usually
not considered from the point of view of various motivational theories. This article provides
an analysis of various forms of destructive motivation of employees. These forms include
formalism in labor behavior, inadequate assessment of the work done, and an imbalance of
personal and organizational interests. The destructive motivation of personnel has certain
negative consequences both for the employees themselves and for the entire organization - it
leads to a decrease in the rate of production and the quality of products or services, increased
conflict in the behavior of employees, etc. Currently, there is an increase in scientific interest
in the study of destructive motivation. The subject of psychological research is not only
modern socio-psychological processes, but also the achievements of scientific thought in
the field of theories of motivation and management. This article examines the theoretical
approaches of J. S. Adams and Porter-Lawler, provides an analysis of theoretical concepts,
and emphasizes the main characteristics of the destructiveness of motivation. Destructive
work motivation is presented at the macro, meso, and micro levels. These levels express
various directions of development of motivation stimuli, such as social, organizational,
and personal ones. At the macro level, the most important characteristics of destructive
motivation are the high-income gap between employers and employees, a high degree of
unemployment, weak social protection of workers, non-compliance by employers with
labor legislation, and emergencies. At the organizational level, the main characteristics are
decreasing the diversity of work, and insufficient work conditions. At the personal level,
the main characteristic of destructive motivation is a discrepancy between personal and
organizational interests. A comparative analysis of the theoretical and methodological
foundations of the study of motivation makes it possible to identify not only the main
characteristics of destructive motivation but also to determine the contours of psychological
counseling to reduce destructiveness in the behavior of employees.

Keywords and phrases: Destructive motivation, employee, main characteristics,
theoretical models, constructive motivation.
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AHHOTALUA

OnHuM U3 Benynux (hakTopoB, OMPECIstomuX 3PHEeKTHBHOCTh PabOThHl B COBpE-
MEHHOM OpraHu3alliH, SIBISCTCS MOTHBALIMS €€ COTPYAHUKOB. B HayuHO# MCHXO0T0rHYecKoi
JUTEpaType 3TOT ()CHOMEH IMOHUMACTCS B OCHOBHOM B KayeCTBE KOHCTPYKTHBHBIX (HOpM
MOTHUBAILIMU U IIONCKa l'[yTeI71 eé TTIOBBIIIICHMUSI. HpI/I 3TOM MOTHUBAILIUA COprI[HI/IKOB, HpI/IBO,Z[SHJ_[aSI
K CHUXCHHUIO HpOI[yKTI/IBHOCTI/I OpFaHI/I3aHI/II/I, T.C. Z[eCprKTI/IBHaH MOTHBaALNA, OGBILIHO HC
paccMarpHuBaeTCs ¢ TOYKH 3PCHHUS Pa3iMYHBIX MOTHBAIMOHHBIX TeOopuid. B maHHOU craTthe
MIPUBOJIMTCSl aHAJIHM3 PAa3IMYHBIX (OPM JECTPYKTHBHONW MOTHBAIIMH COTPYITHUKOB. K HHM
OTHOCATCS (POPMAITU3M B TPYJOBOM TIOBEICHHH, HEAICKBATHAS OIICHKA MPOJICTIAHHON PabOTHI,
JcOaliaHC JIMYHBIX U OPraHU3aMOHHBIX HHTEPECOB. JleCTPYKTHBHAS MOTHBALIUS ITEPCOHAA
HMEET ONpe/Ie/ICHHbIC HEraTUBHBIC MOCICICTBUS KaK JIISI CAMOTO COTPY/IHUKA, TaK M TS Bcei
OpraHU3alUK - MPUBOAUT K CHIDKCHUIO TEMIIOB IPOW3BOJICTBA, KAYECTBA MPOMAYKIIUU WU
ycnyr, ITIOBBIIIACTCS KOH(l)HI/IKTHOCTL B IIOBCACHUU COpr)lHI/IKOB uTAo. B HaCTOsAICe BpeMSI
HAOJIOMACTCsT POCT HAYYHOIrO MHTEpeca B OOMACTH M3ydYCHHS JCCTPYKTHBHON MOTHBAIUH.
[IpeaMeToM TICHXOJOTHYECKHUX HCCIICHOBAHUI CTAHOBATCS HE TOJBKO COBPEMEHHBIE
COITUAITLHO-TICUXOJIOTHUECKUE TIPOIIECCHI, HO TAKXKE JIOCTHKCHHSI HAyIHOH MBICIIH B 00JaCTH
TEOPUHA MOTHMBAIlMM W MEHEDKMEHTA. B JaHHOM cTaThe HCCIENYIOTCS TEOPETHYCCKUE
noaxonsl J{. Anamca u [Toprepa-Jloysiepa, MPOBOAUTCS aHATH3 TEOPETUICCKUX KOHIICTIIIHH,
AKI[CHTUPYIOTCS] OCHOBHBIC XapaKTEPUCTHKH JICCTPYKTUBHOCTH MOTHBAIIUH. JleCTpyKTHBHAs
MOTHBAIIMSl TpyAa TPEACTaBJICHA HA MAaKpO-, ME30- U MHUKPOYPOBHSX. OTH YpPOBHHU
Bpra)KaIOT pa3J'II/I‘IHI)Ie HaHpaBHCHI/Iﬂ paSBI/ITI/ISI MOTHUBALIMOHHBIX CTI/IMyJ'[OB: COLIMAJIBHBIC,
OpPraHU3aLMOHHbIE U JIMYHOCTHBIE. Ha MakpoypoBHE Ba)KHEHIIMMHU XapaKTE€pPUCTHKAMU
JICCTPYKTHBHOM MOTHBAIIMM SIBJSIFOTCS BBICOKHH pa3pblB B JIOXOHax paboromareneid u
paOOTHHUKOB, BBICOKAs CTETICHb 0e3paboTHIbI, ciadas colualbHas 3alliuTa pabOTHHKOB,
HecoOmroIcHne paboToIaTesIMA TPYJIOBOTO 3aKOHOATENILCTBA, YPE3BhIUAHbBIC CHUTYAIIHH.
Ha opraHusaliiOHHOM YPOBHE OCHOBHBIMH XapaKTCPUCTHKAMH SIBJISIOTCS CHIDKCHUE
pasHoOOpasust Tpy/aa, HEIOCTATOYHbIC YCIOBHS Tpyaa. Ha JTHYHOCTHOM YpOBHE OCHOBHOM
XapaKTePUCTUKON JEeCTPYKTHBHONH MOTHUBAIMU SIBISIETCS HECOOTBETCTBHE JIMYHBIX U
OpFaHI/I3aL[I/IOHHI)IX I/IHTepeCOB. CpaBHHTeHLHLIﬁ aHaJIn3 TCOpeTI/I‘ICCKI/IX N METOOOJOI'MYECKUX
OCHOB HUCCJICAOBAHUA MOTUBALIUU ITO3BOJISCT BBIAIBUTH HE TOJIBKO OCHOBHBIC XapaKTepI/ICTI/IKI/I
JIECTPYKTHBHOM MOTUBAIINH, HO M OTIPE/ICITUTH KOHTYPhI IICUXOJIOT MYECKOTO KOHCYJILTUPOBAHUS
B IIEJISIX CHHMYKEHUS JICCTPYKTUBHOCTH B TIOBEICHHU COTPYTHHKOB.

KiaroueBble cjioBa U (ppa3bl: JeCTPYKTHBHAS MOTHBAIWS, COTPYIHUK, OCHOBHBIC
XapaKTePUCTHKH, TECOPETUICCKUE MOJICIIN, KOHCTPYKTHBHAS MOTHBALIUS.
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Introduction

The problem of motivation is one of the most relevant in management psychology.
Despite a large number of studies on this topic, there is no consensus on the issue of
motivation approaches. There are a wide variety of approaches to defining motivation, each
suited to solving specific tasks [6; 115 15]. Generally, there are two conceptual models in the
theoretical understanding of the motivation phenomenon. One model explains motivation
through a biological lens and determines motivational reactions based on instincts. It means
that the motivation of a person forms in spontaneous ways and a person is not able to control
it. The other conceptual model of understanding motivation is the social approach. Following
this, motivation is considered an active formation and a person may form or develop his
motivation to work. The modern scientific approaches to motivation theories show that
activity motivation, particularly, work motivation, is a complex concept in psychology that
does not have a single definition and reflects the complexity of human behavior determined
by internal and external, biological and social factors [S; 8]. However, the key directions
of psychological thought aim at the definition of constructive forms of work motivation.
These forms include such notions as the employee’s desire to satisfy his needs through work
activity, the mobilization of employees by managers to do their work, the work-activating
process, etc. Thus, modern views on the phenomenon of motivation are mostly one-sided
and insufficient to identify the full range of motivational behavior and needs of employees
and the entire organization.

Theoretical-methodological bases

Problems of employees’ motivation remain the most relevant to this day, especially
in areas of implementation of innovative processes in production, and events of scientific
and technological progress.

The term “motivation” first appeared in 1813 in the work of Schopenhauer, and
was defined as “causality visible from the inside.” There is no doubt that work motivation
attracted attention long before the term itself appeared. However, only from the beginning
of the twentieth century did the phenomenon of motivation become the subject of discussion
within various theoretical circles related to social sciences or the humanities [14; 18].

Motivation as a dynamic process is considered in the works of Mescon, Albert,
Hedouri, etc., and seems to be the process and result of motivating oneself and others to
activity [22; 30]. It is no secret that the basis of the motivation process is human needs
and expectations. The theory of motivation developed by Lyman Porter and Edward
Lawler incorporates elements from both expectancy theory and other theories. The Porter-
Lawler model includes five motivation variables: effort, perception, outcomes, reward, and
satisfaction.

A person’s productivity depends on many factors: effort, personal qualities,
perception of one’s role, and the conditions of the social environment. The employee’s
effort, in turn, depends on the value of the reward and the individual’s expectations. The
system of expectations of an employee of an organization is mainly characterized by the
proportionality of his efforts and possible reward. This model made a huge contribution to
the understanding of motivation since it showed that motivation is determined by a whole
chain of cause-and-effect relationships, which is aimed at increasing labor productivity and
the degree of satisfaction with the work done [24].

Thus, the dynamics of the scientific interpretation of work motivation led to a new
understanding of Schopenhauer’s causality. An important component of the Porter-Lawler
model is the employee’s skills and abilities, in the absence of which even a high level of
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motivation will not help him achieve satisfaction [13]. In other words, motivation can lead to
increased productivity if the employee has the appropriate knowledge needed to complete the
assigned tasks. The nature of the task, among other things, influences the degree of satisfaction
with the work performed. The importance of the employee’s subjective (personal) assessment
of the quality of his work is especially noted. The higher the employee’s assessment of the
quality of his work, the higher the expected level of remuneration. If the amount of expected
remuneration does not correspond to the assessment of the quality of the work performed, the
employee develops destructive motivation. For the amount of remuneration to correspond
to the quality of work, the employee gradually becomes interested in reducing the efforts
and resources spent on the latter. In other words, the employee is motivated to work less or
slower. Only matching the employee’s expectations with the level of remuneration can affect
the increase in his level of job satisfaction. Otherwise, destructive motivation is formed and
a decrease in the level of labor productivity is observed. This means that staff motivation
can only be managed by setting the right goals, monitoring task completion, and the right
reward system for the work done. More productive employees should understand that they
can expect better benefits and rewards. Any increase in effort and intensity of work must be
directly related to an increase in payment [4; 165 25].

Adams’ theory of justice, which is based on work experience, is also related to
the concept of destructive motivation’s boundary-pushing. The theory of fairness was
investigated during a famous scientific experiment, in which the researchers distinguished
three groups of workers. All groups were told to do the same job, but the first group was
told that they would earn more than the other workers. The second group of subjects was
informed that they would earn less than the workers of the other groups, and the third group
was formed from those workers who received equal pay with the other groups for performing
similar work. As a result of the experiment, the researchers recorded the following results.

1. Workers who believed they were paid more than others showed higher work
productivity,

2. Workers who believed they were underpaid showed the least productivity at work.

3. Job satisfaction was lower among workers who were paid less than those who
received equal pay.

Thus, the researchers concluded that each employee compares his effort and pay with
those performing similar work. Moreover, when an employee is paid more, psychological
defense mechanisms (rationalization, sublimation, etc.) are activated. The employee with
whom employees compare themselves should be in a similar position, involved in similar
tasks, or perform similar work.

According to Adams’ equity theory, each employee compares his effort and output
ratio with other employees. As a result of the comparison, he evaluates whether he is treated
fairly or unfairly.

In many cases, the feeling of injustice brings psychological stress to employees,
therefore, the employee develops a destructive motivation toward his work, which is
expressed in the following types of behavior:

1. Labor input decreases in anticipation of fairness.

2. As income changes, so do job demands (eg asking for a bonus from a manager).

3. The employee reevaluates his time spent on work.

4. The employee may decide to change his job.

According to Adams’ theory of justice, until people begin to believe that they have

received a fair wage, they will reduce the intensity of their work [1; 25]. .
Summarizing various approaches, we can make a general conclusion that labor
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motivation is aimed at creating incentives for labor behavior under the influence of external
and internal factors.

Research methods

To identify the main characteristics of destructive motivation, the method of
comparative analysis of theoretical approaches was used. As a result, it became possible
to classify the main components of destructive motivation into clusters, which represent
separate groups of characteristics of destructive motivation. Scientific and practical
recommendations have been formed for each cluster to reduce the influence of destructive
motivation on the work activity of employees.

Results

Thus, one of the leading factors determining the development of recommendations
to limit the destructive motivation of personnel is possible only based on analysis of the
mechanism of productivity in organizations. This mechanism will be reflected below using
our developed models. However, before moving on to its description, it seems necessary
to clarify the meaning of the concept of “destructive motivation” within the framework
of this article since it has only relatively recently entered into scientific circulation and is
interpreted very ambiguously. Also, an important role in determining destructive motivation
is played by personal characteristics and the needs of the employee, since it is the correlation
of objective reality with human needs that is the direct source of behavior. The destructive
motivation of personnel often carries a latent nature, which complicates the identification of
this process and the fight against it. Processes of destructive motivation exist in almost any
organization, but they are not always conspicuous [29]. In this regard, employees who are
influenced by destructive motivation often prefer not to openly demonstrate destructiveness
in their behavior.

Thus, to determine destructive motivation, it is necessary to consider the personal
characteristics of the employee. Depending on their values, goals, and personality traits,
employees may have different expectations from the employer and the degree of reward for
the work done.

Systematization of personal characteristics of employees can be shown in the
following personality types:

Avoidant type:

- The employee does not care what work to do, there are no preferences

- agrees to low payment - provided that others do not receive more

- low qualifications

- low responsibility, desire to shift it to others

- minimizing effort

Instrumental type:

- Interested in the price of labor, not its content

- price justification is important,

- the ability to independently provide for one’s life is important

Professional Type:

- Interested in the content of the work

- interested in difficult tasks

- freedom of action during work

- professional recognition.

Patriotic type:

- Interested in public recognition
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- the main reward is the awareness of indispensability in the company

- social significance of the work [20].

Destructive motivation of personnel has certain characteristic features. Depending on
the employee’s personality type, the main characteristics of destructive motivation can also
be determined.

Destructive motivation occurs mainly unintentionally, as an unplanned, negative, or
side effect in the work process. This side effect is usually not immediately recorded and is
not realized by either the employees or the employer. In general, the entire organization
continues to function as usual. Destructiveness becomes noticeable as a result of the
multiplicity, ambiguity, and often unpredictability of the consequences of actions leading
to a decrease in labor productivity [10; 23]. In other words, destructive motivation becomes
more and more noticeable as the functionality of the organization decreases [21].

Identification of the characteristics of destructive motivation of personnel makes
it possible to determine its causality in the sense of changes in the functionality of the
organization. The interaction of an employee’s personal qualities with factors of the
internal and external environment of the organization is assessed from the point of view of
committing actions or inactions that are detrimental to the organization [23].

The complexity and negative potential of the phenomenon of destructive motivation
of personnel determines the need to understand, predict, and control this phenomenon, which
can be carried out only based on building a model reproduction of this phenomenon [2].

The general model we have developed for the reproduction of destructive motivation
of personnel reflects the mechanism of determination of employee behavior under the
influence of the unity of environmental factors and personal characteristics.

Modeling destructive work motivation is presented at three levels: macro-level
or the level of the external social environment, meso-level or internal level of the
organization, and micro-level or personal level of the employee. At the macro-level
of modeling, it is necessary to study the characteristics of key spheres of social life:
political-legal, economic, socio-psychological, and moral-spiritual, containing the
prerequisites for destructive work motivation. The most important of them are:

- the high-income gap between entrepreneurs, top managers, and employees;

- high degree of unemployment;

- weak social protection of workers;

- non-compliance by employers with labor legislation;
- emergencies, etc [23].

The characteristics of an organization’s external environment have a direct impact
on the organization itself and employee identity. Under the influence of the external
environment, the structure of the organization, its goals, values, and the business and social
processes existing in it are formed.

The Meso-level of the presented model contains key characteristics of specific
organizations that can lead to destructive motivation at the level of the organization’s
internal environment. This means that destructiveness at this level will manifest itself in
the form of a tense psychological climate within the organization, conflict in interpersonal
relationships, which negatively affects intragroup cohesion, etc.

At the micro level, the personal qualities of an employee are identified, which, when
interacting with external and internal environmental factors of the organization, determine
his behavior. The internal target determination of the subject, aimed at work activity, can
form destructiveness in organizational behavior, expressed in the imbalance of personal and
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collective interests in favor of personal interests. In general, personal interests in social and
labor relations are determined by a contradiction of interests and awareness, competition,
confrontation, and imbalance of motivational and value orientations of the employee and
management organizations. The degree of severity of this conflict has a direct impact on the
destructiveness in motivation [28].

Being in a situation of conflict of interest, the employees carry out a personally
significant analysis of the work situation to identify various opportunities to satisfy their
interests. At this stage, they evaluate such parameters of the organization as:

— the presence of “gray zones”, that is, space for the implementation of destructive
behavior that is not regulated by organizational and legal norms;

— size of anti-stimuli, i.e. negative consequences when a manager identifies signs of
destructive behavior;

— the likelihood of receiving retaliatory measures if the manager identifies facts of
destructive behavior;

— the amount of benefit that the employee will receive from the implementation of
destructive behavior [23].

A comparative analysis of constructive and destructive behavior patterns allows us to
identify the dominant factors in satisfying the personal interests of employees. As a result of
this analysis, it becomes possible to rank constructive and destructive factors simultaneously
influencing the employee’s behavior. Next, we propose a choice of behavior strategy that
allows you to realize your interests to a greater extent and more easily. This strategy
involves choosing types of behavior: destructive for the organization or constructive. It
should be noted that in the absence of unambiguous linear determination, a return to earlier
stages of the motivational process occurs. Before finally choosing a behavioral strategy, an
employee can, for example, analyze the work situation several times, being influenced by
prevailing constructive or destructive motives. Based on the results of passing all stages of
the analysis, the employee exhibits one of two types of behavior - destructive or constructive
[9; 19]. Thus, the entire mechanism of determining organizational behavior in the process
of destructive motivation grows out of the mediation of organizational conditions by the
characteristics of the employee’s personality, the characteristics of which, in turn, are
largely determined by the external environment of the organization. Analysis of the general
mechanism for the reproduction of destructive motivation of personnel allows us to develop
recommendations for limiting it. At the level of the internal environment of the organization,
a set of recommendations for limiting destructive motivation can be differentiated into
clusters regarding functional differences.

As many authors note, most of the abuses in the labor process are committed by
company employees [3; 7; 12]. All these facts indicate that the destructive motivation of
personnel is one of the significant factors hindering the development of the organization. In
this regard, the development of methods for limiting destructive motivation is a necessary
condition for the formation of a constructive working environment for the organization.

Thus, at the level of the labor organization, the most important recommendations for
limiting the destructive motivation of personnel are:

— improving the organization of work through clarification and a clear definition of the
composition performed by employees’ functions;

— optimization of business processes occurring in the organization, delimitation of
areas of responsibility of various departments;

— increasing the diversity of work, independence, introducing additional responsibility
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for employees;

— improvement of working conditions;

— constant updating of equipment and labor technologies.

As part of monitoring the activities of employees, personnel assessments and
punishment of violators of organizational order are recommended:

— improvement of documents regulating organizational behavior and regulating labor
relations, and first of all, such as regulations on departments and job descriptions;

— formation of key indicators of employee performance, allowing to take into account
the contribution of each employee in achieving the goals of the organization;

— development of an objective personnel assessment system using various methods:
“360 degrees”, assessment center, etc.;

— establishment of sanctions for various forms of destructive organizational behavior.

The greatest influence should be given to recommendations for limiting the causes of
destructive motivation, highlighted in the subsystem of rewards, benefits, and career
management such as the following:

— motivational diagnostics of enterprises, identification of motivational profiles,
leading motives, and individual characteristics of the motivational mechanisms of
the organization’s employees;

— the optimal combination of material and non-material benefits, taking into account
the identified motivational profiles of employees;

— a direct connection between performance assessment and career growth;

— ensuring the fairness of salary levels shared by all employees, their strict compliance
with the range of tasks performed duties, their complexity, and responsibility;

— maintaining comparability of salary levels for different categories of personnel.

At the level of the organizational culture subsystem, we can recommend:

— formatting of constructive organizational culture through formal means and informal
channels, that best suit the phase of the organization’s life cycle;

— creating a sense of involvement in organizational culture among employees;

— creating internal information channels (messages by email, company website,
publication of information brochures, corporate press) [23].

Within the framework of group communications, to limit the causes of the reproduction
of destructive motivation, it is recommended:

—taking into account the interests and personal opinions of employees by the managers;

— creating an atmosphere of mutual assistance and support;

— joint decision-making where possible and appropriate;

— holding joint events and festive ceremonies [17; 23].

To eliminate or limit destructive motivation, it is necessary to take into account the
personal qualities of employees that determine their susceptibility to destructive motivation.
It must find its expression in the marketing and personnel selection system [23; 26].

Each group of causes of destructive motivation can and should be the object of
independent research, taking into account not only the theory of motivation (including the
concept of destructive motivation as its component) but the characteristics of organizations
and organizational situations themselves. In general, it seems that the most effective
method to limit this negative phenomenon is building a personnel management system in
the organization, focused on compliance with the principles of social partnership. Social
partnership is based on respect for the interests of workers and employers, aimed at achieving
the goals of the organization and its constructive development [23; 27]. This approach
proposes a model of an organization that minimizes the spread of destructive motivation of
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personnel.

Conclusions

Analysis of the mechanism of reproduction of destructive motivation showed that
the existence of this negative phenomenon in the organization is the result of the interaction
of macro-, meso-, and micro-levels of causes existing in the external environment of
the organization, its internal environment, as well as those inherent in the employee’s
personality. Based on the model of determining of destructive motivation of personnel, we
can propose general recommendations for limiting this negative phenomenon at the level
of individual organizations. Of course, due to the variety of societal, organizational, and
personal reasons for destructive motivation, such recommendations can be formulated only
in the most general form. Following this, the most effective approach to limiting destructive
motivation seems to be possible to introduce a practice of modeling constructive motivation
scenarios in the organization management based on the principles of social partnership and
to minimize conflicts of interests of employees and employers.
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