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PRO-INNOVATION REMUNERATION SYSTEMS IN
CONTEMPORARY ORGANISATIONS

Institute of Labour and Social Studies in Warsaw has just carried
out the research devoted to innovations supporting by HRM. The pur-
pose of last project (Polish National Science Centre grant UMO-
2012/05/N/HS4/00333) was to identify features of remuneration sys-
tems aimed at releasing and stimulating innovative activities of em-
ployees of contemporary organisations and to define what establishes
the efficiency of those systems. It was found that the efficacy of an
innovation-boosting system of remuneration is determined not only by
the structure of that system, but, to a great extent, by firm manage-
ment-related solutions. It was empirically confirmed that the success
of a pro-innovation system of remuneration increases, when an enter-
prise strongly supports employee creativeness using pro-innovation
corporate culture, structure and business strategy. In other words the
conditions of effectiveness of such a system are: its coherence with
the HR system and the comprehensiveness of the innovation-boosting
HR solutions. It was moreover demonstrated that pecuniary remunera-
tion is an extremely significant instrument motivating employees to be
innovative, though its effectiveness is raised considerably when paired
with immaterial motivational tools (forms of recognition).

The research project presented below was based on several re-
search methods, including literature research, quantitative and qualita-
tive research.

Two sets of quantitative studies have been conducted:

1. A survey carried out on a group of 186 (112 innovative and 74
non-innovative) small and medium enterprises of the sectors industry
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and services, applying pro-innovation remuneration systems. The sur-
vey was addressed to employers/HR managers;

2. A survey of employees concerning the effectiveness of material
and immaterial motivational tools, as well as determinants of that effi-
ciency. The survey was carried out on a sample of 1005 employees
representing 50 firms: 25 innovative ones and 25 non-innovative
companies).

The data thus collected was analysed in statistical and econometric
terms, enabling the interpretation of the outcome and the verification
of hypotheses.

The qualitative study — individual in-depth interviews with people
involved in innovative processes — was carried out in firms which
appreciate employee innovativeness. This directly obtained data not
only helped to complete the illustration of the issue and to additionally
explain some problems, but it also served as a basis to draft case stud-
ies. They confirmed in particular the conclusion that, in order to in-
clude employees in innovative processes in a firm, it is not enough to
apply financial instruments, even though these constitute an infor-
mation about company preferences and are appreciated by innovators.
It is incredibly important to foster the involvement of workers, to
make them partners in the process of innovation, to place trust in them
and to recognise their reasons for taking up innovative initiatives: care
for the company good, their own satisfaction and words of recognition
uttered by superiors and co-workers.

The research carried out has a cognitive value, because it concerns
innovativeness, i.e. an issue of great importance for economic devel-
opment on a corporate, national and an EU level. The detailed plan of
the study refers to employee innovativeness which, until now, has
been hardly recognised in Poland, but at the same time it has not been
studied much in the context of mechanisms determining creativeness
in Polish companies. And yet this is, in face of the serious deficiency
of financial means for the R&D sector, what could boost innovative-
ness of Polish firms.

So far researchers have observed a very small range of application
of pro-innovation tools. This is proof of how underappreciated these
instruments are in practice. However, it also turned out frequently that
these tools do not result in innovation, which indicated the existence
of certain conditions of effectiveness of those tools. In-depth inter-
views carried out under this grant and the identification of factors of
efficacy of pro-innovation systems of remuneration, as well as the dis-
semination of the research results will contribute to broadening the
knowledge of various groups of recipients — academics, entrepre-
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neurs and HR specialists — about these matters. The value of this pro-
ject is that it allows to determine and juxtapose the opinions of em-
ployers and employees. A picture of management tools that businesses
can apply to motivate potential innovators will be also useful for the
development of innovativeness.
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NPIOPUTETW COLIIANIbHOI NONITUKKU Y 3ABE3MNEYEHHI
raHoOI OMIATU NPALI

B couianbHO-eKOHOMIYHOMY PO3BUTKY Oy/b siKOi cepy eKOHOMi-
YHOI JISUIBHOCTI BaXJIMBY POJIb BiJiirpae 3apo0iTHA ILIATa, sKa BiIHO-
CUTBCA N0 (PyHIAaMEHTANbHUX CKIIAJ0BHX YMOB TPYJOBOI IiSUIBHOCTI
npaniBHuKiB. CaMe 3apo0iTHa IU1aTa BU3HAa4Ya€ HalBaromiii napame-
TpH yYMOB mparii. ToMy HaifBa)KJIUBIIIOIO CKJIQJ0BOIO KOHIICTIIIIT TiHOT
npati € 3a0e3neueHHs CIpaBe/UIMBOI Ta 3aJ0BUIbHOI BUHATOPOAM 3a
TPYIOBY MisUTbHICTh HaMaHWX MPAIiBHUKIB, 110 3HAWILIO BigoOpa-
KEHHS y MDKHApPOJHUX JTOKYMEHTaX CTOCOBHO COIL[aJIbHOI HMOJITHUKH.
Crattsa 4 apyroi yacTuHu €Bponenchkoi comianbHoi xapTii (1996 p.)
«[IpaBo Ha crpaBeUIMBY BUHAropoxy» BHU3HAUYA€ MPABO IPAI[iBHHUKIB
Ha TaKy BHHAropojy, ska 3a0e3meuye iM 1 iXHIM ciM’SM JOCTaTHii
KUTTEBUN piBeHb [1]. st 3a0e3neueHHs HOpMaJIBHOTO BiTBOPEHHS
po0oUOi cui Ta MOTHBAIII] 10 €PEeKTUBHOI Ipalli BaKJIMBO 3a0e3re-
YUTH TiAHANA PiBEHB 3apOOITHOT TIIATH.

B VYkpaini kareropist «rijiHa oruiaTa mpaili» 3IIHCHIOEThCS OaraTbma
HAyKOBIUSIMA. ¥Y3aralbHEeHHs PI3HHX I1IXOJIIB a0 3MOTY POSIIISATH if
3 JIBOX ACIICKTIB: 1) sIK nesHuil pisers oniamu npayi OKPEMUX MpaliBHA-
KiB, [0 3a0e3reuye HOPMAIIbHE BIJTBOPCHHS POOOYOi CHIIM Ta MOXKIIN-
BOCTI JIFOJICbKOTO PO3BUTKY POJMHHU TpAIliBHUKA, € aJ€KBaTHUM HOTo
TPYIOBUM 3yCHIIISIM 1 37100yTil KBamiikarlii; 2) K 6i0nogiony cucmemy
onnamu npayi, siKa 3ade3nedye JOTPUMAHHs COLIAIbHO-TPYOBHUX IPaB
HallMaHUX TPAIBHUKIB, € CIPABEIIUBOIO Ta 3IHCHIOETBCS 3 BUKOPHUC-
TaHHSM CYYaCHHX JIOCSTHEHb OpraHizallii 3apoOiTHOI IJIaTH Ha T IpH-
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