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CHARACTERISTICS OF THE MOTIVATION OF IT
EMPLOYEES WHO WORK REMOTELY

Shaforenko S., postgraduate”,
State Biotechnological University, Kharkiv, Ukraine

With the development of technology and the widespread use of the
Internet, employees have the opportunity to choose a convenient type of
employment. In this regard, remote work is gaining more and more
popularity worldwide, expanding people’s opportunities to realize themselves
in their favorite profession. According to a study by the Pew Research
Center, by 2020, only 6 % of workers globally were expected to work
remotely. However, already in 2022, this indicator increased to 25 %, and in
2023, more than 60 % of specialists from various companies around the
wortld chose the remote work mode [1]. According to a study by Upwork, in
2023, there were 73.5 million people working remotely worldwide, and by
2028, their number is expected to increase to 162.3 million.

In Europe, the knowledge, skills, and abilities of teleworkers are most
widely used in science and education (19% of employees with remote work
experience), business services such as law, auditing, consulting, market
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research — 18 %, programming — 11 %, design — 8 %, translation services —
8 %, and creative professions — 8%. Additionally, a wide range of
occupations related to the Internet are highlighted, such as Internet
commerce — 12 %, Internet advertising — 10 %, site administration — 10 %,
system administration — 7 %, copywriting — 11 %, design, and website
layout — 13 % [2].

Among IT specialists, the popularity of remote employment is
constantly growing. In recent years, there has been an increase in the number
of companies that provide the opportunity for I'T workers to work remotely.
In pursuit of the best personnel, companies offer increasingly attractive
working conditions. However, even so, not all employees are satisfied with
their work. This means that companies that want to remain competitive must
carefully consider the motivation system for their IT professionals. Proper
motivation of employees allows:

— reduce staff turnover;

— attract top employees;

— motivate existing employees;

— improve the quality of project implementation, etc.

Given that motivation is a key factor in achieving high productivity
and retaining talented employees, studying the motivational characteristics of
telecommuters is an extremely important task. The current employer in the
IT field is aware of their dependence on professional employees, and they
are ready to motivate and protect the team, taking into account material,
social, and career requests [3].

The head of IT-Leaders, B. Kovalevska, presented the results of a
study on the motivation of employees during remote work
during the quarantine period. According to the findings, after many
professionals gained experience working remotely during the pandemic,
40% expressed a desire to avoid returning to office work. Additionally,
41% claimed that their motivation and efficiency increased significantly
during the transition to remote work. Since, at that time, there was no system
of motivation from companies due to the fragmentation of teams, employees
independently searched for information on ways to increase their own
motivation and efficiency [4].

Motivation is an internal dynamic state of an individual, determined
by the totality of their needs, values, and goals, and manifested in the
conscious choice of a specific type of behavior. This state is the result of the
influence of various external and internal factors that activate, stimulate, and
direct the individual to achieve certain goals. Motivation determines the limits
and forms of an individual’s activity, contributing to the formation of
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motivational guidelines and the conscious choice of a path to meeting one’s
needs and achieving set goals [5]. The motivation of IT workers who work
remotely can be considered taking into account the following:

— Internal motivation is the result of the employee’s personal values and
interests. For IT workers who work remotely, an important internal
motivation is a sense of their own uniqueness and significance. They strive
for self-realization and creative self-expression.

— Extrinsic motivation, on the other hand, is the result of external factors
such as wages, working conditions, social recognition, etc. For I'T employees
who work remotely, significant external motivations include a flexible work
schedule, the possibility of self-organization and self-control, as well as
positive feedback from the team leader or CTO, promotions, etc.

Remote work can lead to feelings of social isolation and loneliness.
Therefore, understanding the impact of these factors on employee
motivation is important.

For IT workers, the most important needs include the desire to
achieve professional and personal growth, the implementation of creative
ideas, interest, and benefit from participating in projects, satisfaction with the
work process itself, the desire to receive recognition for one’s achievements,
as well as the desire to work in a friendly and qualified team.

At the same time, social interaction is less in demand for IT
professionals. As a rule, they strive for independent work, not feeling the
need for constant control and feedback from management.

Material motivation is one of the most important factors affecting the
satisfaction of I'T specialists with their work. It includes:

— Salary — 1T professionals usually receive a high salary, but their
satisfaction depends on whether it meets their expectations.

— Bonuses are additional incentives for I'T specialists, which can be paid for
achieving certain goals, successfully completing projects, etc.

— Stock options give IT professionals the opportunity to become part
owners of the company, serving as an additional incentive for their
motivation.

No less important is the factor for the satisfaction of IT specialists
with their work, which is intangible motivation. It includes:

— Security is social insurance, medical insurance, compensation for training
and development expenses, etc.

— Comfort is a comfortable workplace, a flexible work schedule, the
possibility to work remotely, etc.

— Development 1s opportunities for training and professional development,
participation in conferences, etc.
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Some IT companies offer their employees non-standard «perks» or
benefits, which can serve as additional motivation factors, for example:

— Apple pays employees who have «paused» their favorable age for having
children for a career, covering the process of freezing and storing eggs.

— Google provides patental leave and cash compensation after having
children. Death benefits are also available: the widow or widower will receive
50% of the former employee’s salary for 10 years.

— Nike prioritizes employee mental health by offering additional time off
to reduce stress [0].

These examples show that companies working in I'T are increasingly
aware of the importance of creating a favorable working environment for
their employees. They offer a variety of tangible and intangible incentives to
attract and retain the best I'T professionals.

So, the motivation of employees who work remotely has a number of
features that distinguish it from the motivation of employees who work in
the office. These features include:

— lack of direct contact with colleagues and the manager, which can lead
to a feeling of isolation, a reduced sense of belonging to the team, and a loss
of motivation to work;

—the need to independently plan working hours and organize the
workplace, which can be a challenging task for some employees, especially
for those who do not have remote work experience;

— lack of control on the part of the manager, which can lead to a decrease
in labor productivity and an increase in the possibility of evading duties, etc.

To effectively motivate teleworkers, it is necessary to take into account
their characteristics and apply methods that meet their needs. This will allow
companies to optimize working conditions and increase employee
satisfaction and productivity.
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YV puUHKOBIH  CGKOHOMIII  yCIIIIHA  AIAABHICTH  KOYKHOTO
IIAIIPHEMCTBA ~ HEPO3PUBHO  IIOB’A3aHA 3  HOIO  IHHOBAIUMHOIO
AIABHICTIO T2 IHHOBALUMHOIO CTPATETIEFO.

I'oAOBHOIO ~ METOIO  IHHOBAIUMHOI ~ AIAABHOCTI  TOPrOBEABHHX
IIAIIPHEMCTB € CTBOPEHHA HOBOIO IIPOAYKTY (IIOCAYIH) Ta MAaKCHMI3ariif
pubyTKy BiA ixHBOI peanisamil. CAlA 3a3HAYNTH, 110 IHHOBAIII 3A€01ABIIIOTO
oB’s3aHl 13 cyrreBuMH 200 PAAMKAABHHUMH 3MiHAMH B  pO0OOTI
IIAIIPHEMCTBA, TOMY 3aBXKAHM MICTATH 3HAYHUN PHU3HK OTPUMAHHSA
BTpaT BiA 3aCTOCYBaHHA IHHOBALUMHMUX pIIIEHb YU BIPOBAAMKEHHA
IHHOBAIIHHOIO IIPOAYKTY [1, c. 45].

Hespaxaroun Ha Te, IO TOPIIBAIO BBAKAIOTH TAAY33F0, AKA MaAe
HEBUCOKMM  IHHOBAamifHHH  IIOTEHIIaA  (AKIIO  IOPIBHIOBATH 3
BHUCOKOTEXHOAOTIYHIMH IIATIPHEMCTBAMM), HA CYIACHOMY €Taltl ii PO3BUTKY
3 IIIM TBEPAKCHHAM MOKHA IIOCIIEPEIATHUCSH. Y TOPIOBEABHY TAAY3b AKTHBHO
BCTYIIAIOTh IIEPEAOBI TEXHOAOIl TOPriBAl Ta MApKETHHIY, PI3HOMAHITHI
iH( OpMarIiiiHi, TEXHIYHI TAa TeXHOAOIIYHI IHHOBAIUMHI IIPOEKTH PO3BUTKY,
AKI AOKOPIHHHUM YHHOM 3MIHIOIOTH TPAaAHIIfHE VABACHHA IIPO
TOpProBeAbHUN Gi3Hec [2, c. 32].
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