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The priority of the military-industrial complex (MIC) in the economy of the Russian Federation is determined by the
role of the defense industry in the technical and technological modernization of economy rather than by the magnitude
of military production. Organizing high-technology and competitive production is possible only on condition that MIC
is provided with qualified employees who possess high intellectual and creative potential. At the same time, the re-
quirements for the management mechanisms relating to the formation and development of human capital are increased
either.

The paper presents the results of a study of one of the subsystems of human capital management, which is the system
of motivation and stimulation of employees’ innovative activity. The study was conducted at a large enterprise of mili-
tary-industrial complex Open Joint Stock Company “Krasnoyarsk Machine-Building Plant” by an anonymous survey of
employees. The respondents included managers, specialists and workers. The aim of the study is to investigate the mo-
tives of employees for innovative activity and organizational and managerial factors of stimulation.

The results show that material factors and motives largely affect the innovative activity of employees. As a results of
the survey, it was also found that additional measures are needed to create a favourable environment for innovative
activity, mainly by removing barriers associated with financing and organizing innovative activity.

The results received in the survey enable the company administration to adjust the applied tools and methods of the
system of motivation and stimulation of employees’ innovative activity to improve its efficiency, which subsequently
leads to the development of innovative activity at an enterprise. The formulated principles allow to form a system of
motivation and stimulation of innovative activity, focusing on the development of human capital at enterprises of MIC.

Keywords: motivation of innovative activity, human capital at an enterprise, employees of the military-industrial
complex.

Vestnik SibGAU
2014, No. 4(56), P. 288-293

UCCJEJOBAHUE MOTUBOB MHHOBAIIMOHHOM TEATEJIBHOCTH PABOTHUKOB
KAK OCHOBA YEJIOBEYECKOTI'O KAITUTAJIA ITIPEANIPUATHAU
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Ipuopumemnocmo o0b6oponno-npomviuLienno2o komniexca (OIIK) 6 sxonomuxe Poccuiickoii @edepayuu onpede-
Jemcsi  He  CMOJbKO  MACWmMAabHOCMbIO  80€HHO20 Npou3eoocmeda, ckoavko poavio OIIK 6 mexnuueckou
U MEXHONL02UYECKOL MOOePHUZAYUYU IKOHOMUKU. Opeanu3ayusi 8blCOKOMEXHON0SUUHO20, KOHKYPEHMOCHOCOOH020 Npo-
U3800CcmMea 803MOACHA MOoabKko npu yeaosuu obecnevenust OIIK keanuguyuposannvimu pabomuuxkamu, 00aa0auumMu
BLICOKUM — UHMEIGKMYAIbHIM U MEOopHecKuM  nomenyuaiom. Ilpu smom  noseviwaromcs  mpebdo8aHus
K YAPAGACHUECKUM MEXAHUIMAM, C8A3AHHbIE C YOPMUPOBAHUEM U PAZEBUMUEM YETI08EYeCK020 Kanumad.

Ipusedennvl pezynrbmamsi UCCIEO08AHUSL OOHOU U3 NOOCUCMEM YNPAGNEHUS Ye08eHUeCKUM KANUMAiIoM — CUCHEeMbl
MOMUBAYUYU U CIMUMYTUPOBAHUS. UHHOBAYUOHHOU OesimenbHocmu pabomuukos. Hcciedosanue npogoousiocs Ha Kpyn-
HOM npeonpusimuu 000POHHO-NPOMBIULIEHHO20 KOMNIEKCA — OMKPbIMOM aKyuoHepHoM obujecmee «Kpacrospckuil
MAUUHOCTPOUMENbHBLL 3A600», NYMeM AHOHUMHO20 AHKEMUpOo8aHus paboOmMHUKos. B uucio pecnonoenmos eouiiu
PYKogooumenu, cneyuanucmol u pabouue. Llenvio uccredosanus A6I0Ch U3YHeHUe MOMUBOE PAOOMHUKO8 UHHOBAYU-
OHHOTUL OesIMEeNbHOCMU U OP2AHU3AYUOHHO-YNPAGIEHUECKUX (DAKMOPOE CIMUMYIUPOBAHUSL.

Pesynomamer uccnedosanus nokazauu, Ymo Mamepuaibivle Qakmopsl U MOMUGsbl 8 3HAUUMELbHOU CIEneHU GIUsION
HA UHHOBAWUOHHYIO OesimenbHOCHb pabomuukos. Taxoce no pe3yiomamam aHKemupogaHus ObllO 6bli6/1eHO, Ymo
HeobX00UMbl OONOTHUMENbHbIE MePbl N0 CO30AHUI0 ONA2ONPUATNHBIX YCNI08ULL 0N OCYUWeCmEeHus UHHOBAYUOHHOU
OdesimenbHOCmU paboOmHUKOS, 2IA6HbIM 0OPA30M NymeM YCMPAHEHUs. NPENsmCcmeutl, CEsI3aHHbIX ¢ PUHAHCUPOBAHUEM U
opeaHusayuell UHHOBAYUOHHOU OesimelbHOCMUL.
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Ionyuennvie pezynvmamol nO36045M PYKOBOOCMEY NPEONPUAMUS CKOPPEKMUPOBAMb NPUMEHAEMbLE UHCIPYMEHINb]
U Memoobl CUCIEMbl MOMUBAYUY U CIIUMYAUPOBAHUS pADOMHUKOE 05l NOBbLUeHUs ee dphexmusnocmu, Komopule 8
oanvHetiuemM npugedym K passumulo UHHOBAYUOHHOU Oesmenvhocmu npeonpusmust. Chopmyruposannvle nPUHYUNbL
NO360AAM CHOPMUPOBAMb CUCTEMY MOMUBAYUU U CIUMYTUPOBAHUA UHHOBAYUOHHOU OesIMeNbHOCU, OPUEHMUPYSCH

Ha pazeumue yenogeyeckozo kanumana npeonpusmui OIIK.

Kniouesvie cnosa: momusayus uHHOGaLﬂlOHHOIJ ()E}ZMEJZbHOCWlu, yenoseyeckull Kanumai npe()npuﬂmuﬂ, pa6omHul<u

060p0HHO-np0Mblmﬂ€HH020 Komnuiekca.

Technological modernization of Russian economy and
increase in its competitiveness on the basis of advanced
technologies requires the development of innovative ac-
tivity at enterprises [1-3]. Innovative activity appears at
the intersection of economic and social dimensions, each
of which has an impact on businesses in the changing
environment.

At the moment in the period of transition of military-
industrial complex (MIC) to innovative economy, em-
ployees as creators and implementers of innovation
cometo the front [4]. The human capital becomes the
main resource of innovative development, which is con-
sidered as “a resource of knowledge, abilities and motiva-
tions possessed by everyone” [5; 6].

To preserve and develop the human capital MIC en-
terprises need to find a special approach to the formation
mechanisms of motivation and stimulation that corre-
spond to the modern conditions of functioning of MIC
enterprises and provide favorable and successful devel-
opment of the human capital.

Existing motivation systems at enterprises are often
aimed at improving the efficiency of employees, while in
the innovative economy the system of motivation and
stimulation should focus on the development of profes-
sional and personal abilities [7; 8]. Continuous develop-
ment of such elements of human capital, as creativity,
intellectual ability and professional competence lead to
the regular development and implementation of innova-
tion, which is an evidence of effective innovative activity
at an enterprise.

While forming the system of motivation and stimula-
tion, it is important to have a systematic understanding of
the effectiveness of practical tools and techniques applied,
on the one hand, and the motives that encourage employ-
ees to innovate, on the other hand [9; 10]. To solve this
problem, we conducted a research, the aim of which was
to study the motives of innovative activity of employees
at DIC enterprises and managerial and organizational fac-
tors of stimulation. The objectives of the study are:

1) the analysis of conditions created at an enterprise to
promote innovation;

2) to identify internal and external barriers for innova-
tive activity;

3) to determine the structure of employees’ motives
encouraging them to participate in innovative activities;

4) to identify factors that motivate employees to innovate.

Employees of Open Joint Stock Company “Kras-
noyarsk Machine-Building Plant” took part in an anony-
mous survey [based on sources 11-13] (JSC “Kras-
mash”), 36 % of the participants are managers, 52 % of
specialists, 12 % of workers. The average age of employ-
eesis 30 years, 50 % of respondents are under the age
0f30, 36 % of respondents are between 30 and 35 years

old, 8 % of respondents are 36 to 46yearsold and 4 % of
respondents are 47 to 55 years old. The largest number of
respondents has been working at the enterprise for a pe-
riod of up to 10 years, 34 % of respondents have work
experience of 5 years, 42 % of respondents have work
experience from 5 to10 years.

The analys is of results of the first block of the re-
search shows that employees evaluate the conditions of
the enterprise for the development of innovative activity
positively: 60 % of respondents believe that the company
has appropriate conditions. At the same time, half of the
employees surveyed (52 %) state that the products being
currently released by the enterprise are new to it, but do
not contain novelty on the scale of the country or the
world. To change the situation and to realize the innova-
tive potential of the enterprise, it is necessary to consider
the fact that80% of the respondents feel ready for the de-
velopment of innovations. At the same time, 88 % of em-
ployees surveyed display interest in innovation in techni-
cal activities.

The perception of innovation by the respondents was
further analyzed. As a result of the survey the respondents
have been divided into 5 groups (fig. 1).

The first group includes employees who are obsessed
with innovations, are constantly interested in them, al-
ways perceive them first, feel free to innovate and take
risks. The second group consists of employees who are
interested in innovations, but do not implement them
“blindly”, consider the practicability of innovations. This
group of workers believes that innovations should be in-
troduced as soon as they have been successfully tested in
conditions similar to those existing at an enterprise. The
third group consists of employees who perceive innova-
tions moderately, do not aspire to be among the first, but
do not want to be among the latter. Employees of this
group perceive the new as soon as it is perceived by most
of the team. The fourth group includes employees who
challenge innovations, prefer the old, and perceive the
new when it is accepted by the majority of employees.
The fifth group includes employees who are the last to
master innovations, doubt innovators and initiators of
innovation.

The predominant majority of the employees surveyed
have a rational attitude to innovations, so 56 % of the
respondents believe that it is necessary to consider the
practicability of innovations, 34 % of the respondents
perceive innovations when they are perceived by the ma-
jority of workers, only 6 % of the respondents are always
interested in innovations, boldly implementing them in
their activities. Thus, the enterprise should improve the
conditions for exposure and development of employees’
innovative potential, support leading innovators and cre-
ate the database for storage and exchange of innovative
ideas.
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The results of the second block of studies aimed at
identifying internal and external barriers for innovative
activity enable to determine the difficulty of attracting
financial resources for the implementation of innovative
projects as the main external barrier for innovative activ-
ity; this item has been chosen by 48 % of respondents.
Not to mention the fact that lack of financial resources is
a key constraint for increasing innovative activity of en-
terprises in all fields of industry [13]. According to the
respondents, the second most important external barrier is
a long payback period of innovations (32 %). Actually, it
takes a longtime to transfer ideas into innovations, and
then it takes time for innovations to start to return interest.

Despite the general positive assessment of conditions
for the development of innovative activity at the enter-
prise, employees indicate the presence of internal barriers:

the first barrier is imperfection of the system of individual
support of innovative activity (46 % of respondents), and
the second barrier is lack of clear mechanisms for imple-
menting innovations (44 % of respondents). The opinion
of employees about the third significant barrier is not
unanimous: the managers (20 %) emphasize the low sci-
entific and technological potential of employees, while
specialists (43 %) indicate the rejection of employees’
innovative activity by heads of the departments. There-
fore, it is necessary to find a compromise solution to in-
crease employees’ potential and managers’ interest in
employees’ innovative activity.

Another objective of the study is to determine the mo-
tives of employees’ innovative activity. Fig. 2 shows the
data about motives encouraging different categories of
employees to innovate.

Group 1 =
y |
Group 2
Group 3 — ®m Managers
Specialists
Group 4 Workers
Group 5
0% 20% 40% 60% 80% 100%

Fig. 1. Distribution of categories of workers according to their perception of innovation
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Fig. 2. Structure of the motives of innovation workers
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The main motives are increase in income (44 % of all
employees surveyed have chosen this point), the need for
contact with interesting, creative people and a desire to
raise the level of the enterprise (42 % and 38 %, respec-
tively). The results of the study confirm the fact that ma-
terial well-being is the most important motive in the struc-
ture of employees’ motives regardless of types of activity.

However, the analysis of motives of innovative activ-
ity according to various categories of employees shows
that the structure of motives of managers, specialists and
workers differ from each other. Managers are driven by
the desire to raise the level of the organization in the im-
plementation of innovation (56 % of managers have cho-
sen this point), the need for novelty, change of the envi-
ronment, overcoming routine (39 %), awareness of imper-
fection of results and desire to improve them (33 %). Spe-
cialists have noted the importance of such motives as in-
crease in income (50 %) and the need for contact with
interesting, creative people (46 %). Workers view mate-
rial factors as the most important, 50 % of workers have
chosen such motive as increase in income (50 %).

The difference of opinion about the motives of inno-
vation of leaders, specialists and workers takes place due
to the presence of different purposes in the workplace,
personal life, as well as the difference of opportunities
offered to the representatives of different categories of
employees according to the results of innovative activity
[14; 15].

The results of the study of factors affecting employees'
motivation to innovate show agreement of opinion among
all categories of employees on the significance of the
level of income (90 % of respondents chose this item),
career opportunities (70 %), comfortable working condi-
tions (50 %). Thus, these factors have much more influ-
ence on the activation of employees’ innovative activity
than other factors: the possibility of self-realization, rec-
ognition, increased powers, etc. (see table).

At the same time, there are differences in the impor-
tance of factors for different categories of employees.
Innovative activity of managers is influenced by the op-
portunity for self-realization (4.3 points), gaining recogni-
tion, as ense of importance at an enterprise (4.3), increas-
ing the level of income (3.9), an opportunity for profes-
sional development (3,6). Specialists emphasize the im-
portance of increasing the level of income (4.7), opportu-
nities to manage others (4.5), opportunities for profes-
sional development (4.1), career prospects (3.6). The im-
portant factors of innovative activity for workers are in-
creasing the level of income (5), an opportunity to get
additional financial support (4.3), an ability to work flexi-
ble hours (4). The results of the study on factors that af-
fect motivation of employees’ innovative activity should
be considered while improving the system of motivation
and stimulation of innovative activity.

Table
Factors motivating employees to innovate
Factors Number of respondents Significance
Managers | Specialists| Workers Total Managers | Specialists | Workers | Total

The level of income (wages) 17 22 6 45 3,9 4,7 5 4.5
(90 %)

Proximity of workto the place 5 10 3 18 2,6 2,8 3 2,8

of living (36 %)

Career prospects 9 12 1 22 3,3 3,6 3 3,3
(44 %)

Opportunity for professional 16 17 2 35 3,6 4,1 2 3,2

development (70 %)

Opportunity to get loans 2 3 3 8 2,5 2,7 43 3,2
(16 %)

Opportunity to manage others — 2 1 3 (6 %) — 4,5 1 1,8

Education at the expense of the 2 3 2 7 1 1,7 3 1,9

enterprise (14 %)

Great powers 1 1 2 4 (8 %) 1 2 3 2

Flexible working hours - 3 1 4 (8 %)

Opportunity for self-realization 7 10 2 19 4,3 3 3 34
(38 %)

Comfortable working 9 12 4 25 2,6 2,6 2,8 2,7

conditions (50 %)

Fixed working day 4 8 - 12 33 2,6 - 2
(24 %)

Relationship with immediate 5 6 1 12 34 2,3 1 2,2

supervisor (24 %)

Recognition, a sense of the 9 7 1 17 43 2,1 1 2,5

importance at the enterprise (34 %)

Job by function, in accordance 4 6 - 10 2 1,8 - 1,3

with the education received (20 %)

Work for the sake of communi- 1 1(2%) - - 2 0,7

cation, the ability to occupy

free time
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The study allows the authors to formulate the follow-
ing principles of forming the system of motivation and
stimulation of innovative activity as a basis of the human
capital at enterprises of the military-industrial complex:

— the principle of differentiation of stimulating pro-
grams according to categories of employees;

— the principle of identity of the proposed stimuli
with the predominant motives for innovative activity;

— the principle of priority of stimuli aimed at such
motives as self-development, professional development,
self-realization of employees;

— the principle of maximizing support and involve-
ment of employees with high innovative potential;

— the principle of interconnection between the system
of motivation and stimulation of innovative activity of
employees and high innovative potential;

— the principle of monitoring the effectiveness of the
proposed system of motivation and stimulation in con-
junction with the human capital of the enterprise.

To sum it up, it is necessary to carry out purposeful
work for improving the system of motivation and stimula-
tion of employees’ innovative activity at enterprises of
MIC in order to form, develop and preserve the human
capital, as creative and intellectual abilities and profes-
sional competence of employees formed in the process of
innovative activity in modern conditions contribute to the
development of the enterprise and industry on the whole.
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