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abstract

In a modern and rapidly changing business environment, effective management of
human capital significantly increases the competitiveness of an organization in the employment
market. Material incentives are still an important factor in motivation, but they often fail to
provide additional development of employee motivation and loyalty, which is why the role of
non-material motivation has significantly increased in the modern world.

The aim of this paper is to study the impact of non-material forms of motivation on the
loyalty of employees in companies, to analyze existing motivation methods and, based on the
results obtained, to determine how different psychological and social factors affect employees'
loyalty to the organization. The main question of the research is how effective is the active use
of non-material motivation tools in increasing the loyalty of employees employed in the
company. The paper deals with how recognition, autonomy, professional growth and teamwork
form an employee's psychological connection with the company. The paper also analyzes in
detail various aspects of non-material motivation, be it management approaches, flexibility of
the work environment or the company's internal culture, which actually determines team
satisfaction and loyalty. The research presented in the paper is based on mixed methodology.
The theoretical part includes a systematic analysis of scientific literature, existing research and
best practices, while the empirical part includes a quantitative study, in which 385 respondents
from various employment sectors in Georgia participated. Data processing was carried out using
statistical analysis methods, which allowed us to determine the correlation between
motivational methods and employee loyalty. The study revealed that employee loyalty is
directly related to the recognition system and development opportunities in the company. It is
worth noting that direct feedback and attention from management are of particular importance
for employees in the Georgian organizational culture. Therefore, the data obtained confirm that
non-material incentives significantly reduce staff turnover and promote their involvement. The
results obtained justified the hypothesis that, beyond financial compensation, the main basis of
team loyalty is psychological security and professional self-realization. Today, the principles of
human resource management in management have changed radically, and the old model that
perceived the employee only as a resource and believed that the only guarantee of productivity
is stable pay and money has become a thing of the past. However, globalization and the active
introduction of new technologies have put business in a completely different reality, and now
companies have to actively take into account the internal satisfaction and psychological factors
of employees. Of course, such material aspects as salary, bonuses and bonuses are still necessary
for basic needs, but modern practice shows that all this has a short-term effect. The enthusiasm
caused by financial incentives quickly disappears and cannot ensure a long-term emotional
connection of the employee with the organization.

It is precisely because of the above issue that non-material motivation, which activates a
person's inner driving desires, is becoming more and more relevant. In general, after physical



security and material stability, a person has much higher-level needs, for example, social
connections, recognition, respect and self-realization, and when an organization focuses on non-
material stimulation of labor, it actually responds to these important psychological needs and, as
a result, receives sincere and long-term loyalty from employees. Observation of non-material
motivation shows us that it consists of many different parts, although several specific factors
have the greatest influence on employee loyalty.

Recognition and feedback are also one of these factors, because every person has a
natural need for others to see their work and results. This recognition can be both formal and
completely informal, for example, a simple thank you from a manager in front of the team, and
when a person receives regular and healthy feedback, he knows exactly what he needs to move
to a new stage of development. This method significantly increases the employee's self-
confidence and makes him feel that his work is really important for the overall success of the
company. Employee autonomy is also quite important, because by observing the cases presented
in the work, we will understand that a person needs freedom for intrinsic motivation, when an
employee is trusted and given the right to choose his own working methods, allocate his time
and make decisions, this automatically increases the responsibility assigned to him. This
approach leads to minimizing micromanagement, which is another positive effect for increasing
employee autonomy. Another important factor in terms of non-material motivation is
professional growth and career development, because for modern and young staff, staying in one
place is tantamount to regression. Trainings, courses, mentoring and a clear plan for
advancement developed by the company are a direct message to the employee that the company
is investing in his future, and this creates a kind of mutual obligation between the organization
and the employee, because the organization cares about the development of the employee, and
the employee, in turn, responds to this with high productivity and loyalty.

The research conducted in the paper showed that psychological safety means an
environment where a person is not afraid to make a mistake, express an opinion, or propose a
new idea because he knows that no one will scold or punish him for doing so, and that is why
psychological safety determines the creativity of the team and how long people stay in the
company. In addition, a healthy and empathetic internal culture is added to all this along with a
flexible schedule, and together all this directly affects the work-life balance, which is the main
basis for employee loyalty.

The paper clearly shows that an effective motivation system should always be tailored
to the individual needs of people. The final part provides practical recommendations for HR
managers and leaders on how to implement non-material motivation in everyday life. The study
also emphasizes that in order to gain team loyalty, it is necessary to create an organizational
culture where each employee feels valued. Taking all this into account, we can say that this
paper is a good basis for future research that will further study the motivation methods available
in the modern labor market.



