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THE MODERN TOOLS OF NON-MONETARY STAFF MOTIVATION  

IN THE FITNESS INDUSTRY 

 

Abstract. The article is devoted to the development of the non-monetary motivation system 

for the core staff of the fitness industry, which has been actively developing in recent years and 

has begun to occupy a significant place in the consumer services market. In connection with the 

dynamic growth of fitness centers network there are problems of staffing in the industry, and the 

features are poorly studied of personnel management in this specific business environment. In the 

materials presented to the discussion, a brief overview of the conceptual apparatus is given for 

managing staff motivation, the specifics and composition of the employees' non- monetary 

motivation elements are highlighted, a list of the most common tools for non-monetary labor 

motivation is provided which is used in the fitness industry. The author reveals the results of a 

pilot sociological survey for the employees’ motivation in the fitness center “Positive Style”, 

which has been held in April-May 2017. The survey revealed the staff attitude to the wages level, 

socio-psychological climate in the team, relationships with managers, corporate events and 

payment by the employees' training. The article presents proposals for the non-material 

employees’ motivation system development, based on the problem areas identified in the process 

of research; the costs of activities have been calculated, areas for further research are outlined.  
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FEATURES AND PRINCIPLES OF FORMING A STABLE LABOR COLLECTIVE:  

OOO «SOYUZ SVYATOGO IOANNA VOINA»  

(TRADING NETWORK"VERNYY") CASE STUDY 

 

Abstract. The article deals with a stable work collective formation at the enterprise and 

various aspects of staff turnover. The analysis was carried out in supermarkets of the trade network 

"Vernyy", which is existed over five years and the most effective principles of the stable work 

collective formation have been developed and implemented. First of all, the author determined the 

level of the enterprise's labor supply. Next, the relationship between the concepts of "stabilizing 

the cadre" and "fighting staff turnover" was determined, their non-identity and interrelation are 

revealed. Further, the types of staff turnover that are favourable for the collective are defined, when 

the employees’ "ballast" is dismissed, and unfavourable, when highly qualified and motivated 

employees are dismissed. It is concluded that it is necessary to ensure the stability not of the entire 

workforce, but of its staff core in combination with a reduction in the total number of employees. 

The reason is that the personnel core can ensure the stability of the work collective while remaining 

stable. The main features of the employees, who are included in the personnel core, are indicated. 

The basic principles for the stable work collective formation are further outlined in the article: 

conditionality for goals, potential imitations and the principles of economy, hierarchy, simplicity 

and continuity. Finally, the specifics of the stable work collective formation are revealed in the 

analyzed trading network.  
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WHY DO EMPLOYEES REFUSE TO DEVELOP? 

 

Abstract. The article is devoted to the study for the problem of employees’ resistance to 

professional development. The author studies this problem from the practical experience point of 

view in Russian enterprises. First of all, the urgency is proved of the personnel resistance to 

development topic. Further the reasons for the lack of desire to develop are explained on the 

example of Russian trading enterprises top management: the existence of official growth ceiling; 

the main managerial functions are administrative; open personnel policy; distorted feedback or its 

absence. Further, the reasons are explained for the personnel of non-executive positions 

unwillingness of the professional development. The author has revealed the following: the 

managers' focus on finding faults in the subordinates’ work, rather than encouraging good work; 

the motivation is organized so that the staff is encouraged to return to the comfort zone, and not 

vice versa; lack of a close industrial link between managers and the staff. The article destroys the 

myth that the shortcomings of personnel management in Russian organizations are related to the 

youth of business and the market. The article may be of interest not only to the leaders of Russian 

organizations, HR directors, but also to scientists as a starting point for adapting and developing 

theories of personnel management.  
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THE SYSTEMICITY OF NON-MONETARY LABOR MOTIVATION AT THE ENTERPRISE 

 

Abstract. The article is devoted to the issues of non-monetary personnel motivation at 

modern enterprises in Russia. The relevance of the topic is proved by the presence of a direct 

connection between the workers’ interest in the final result of their activities and the economic 

efficiency of the enterprise. The article was written with the aim - the studying the domestic and 

foreign experience of applying various types and methods of non-material incentives. The article 

shows the main measures of non-monetary incentives used in modern Russian enterprises. The 

taking into account importance for the complexity, systemic nature of non-material labor 

incentives in the company is underlined. It is proposed to carry out non-material incentives in 

conjunction with organizational, technical, psychological-physiological, economic and social 

measures to improve working conditions at the enterprise. The requirements to each employee’s 

performance indicators are presented taking into account the process approach and the employees’ 

structural interaction. In conclusion, the author emphasizes the primacy of needs for material 

(monetary) stimulation, the importance of non-monetary incentives issues for the managers’ 

activities.  
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FORMING A STAFFING RESERVE AS A METHOD OF YOUNG SPECIALISTS 

ADAPTING IN THE ORGANIZATION 



Abstract. The article considers the problem of young specialists’ adaptation to the 

organization by creating an effective system of the personnel reserve forming. According to the 

author, a properly organized activity with a personnel reserve will reduce the young specialists’ 

turnover from the organization, create an additional motivation for work and provide new 

opportunities for professional growth and career development. The main goals and stages of 

creating a personnel reserve in the organization are considered. Based on the theoretical analysis 

of scientific sources, the main directions of work are outlined for the personnel reserve formation 

at the enterprise: planning, selection, training and obtaining practical experience. Existing modern 

trends are discussed regarding the employees’ inclusion into the organization's personnel reserve, 

the taking into consideration of which will contribute to the planning of employees’ career 

development. The role of the reservist’s psychogram is assessed in the process of occupational 

diagnostics in order to form a personnel reserve. Recommendations are given for the development 

of training methods for reservists. In conclusion of the study, the author justified the necessity of 

introducing activities with a staff reserve to consolidate young specialists to the organization; and 

recommendations are given also regarding the main areas of work.  
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THE CORRESPONDENCE OF CANDIDAT’S PERSONAL VALUES  

TO CORPORATE VALUES IN THE PERSONNEL SELECTION PROCESS 

 

Abstract. The article deals with the problem of identifying coincidences of candidate’s 

values with corporate values. The urgency and relevance of this problem in modern studies on 

organizational psychology and in the human resource management practice are due to, on the 

author's opinion, the fact that properly organized work of recruitment will help to increase the 

organizational efficiency level, taking into account the value proposition of the company. The 

article discusses the existing approaches to the values classification, as well as the current trends 

in the personnel recruitment, based on the study of the candidates’ values. Using the theoretical 

analysis of scientific sources, the main current methods are highlighted which are used to diagnose 

the candidates’ values; the merits of each method are examined. In conclusion, the author justifies 

the need of studying the candidates’ values, and also points the importance of the correct formation 

of the Employment Value Proposition; determines the merits of formulating the Employment 

Value Proposition for both candidates and the employer himself.  

Key words: values; corporate culture; professional diagnostics; staff recruitment; 

Employment Value Proposition. 


