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MOTIVATION AND CAREER DEVELOPMENT
AS KEY FACTORS IN THE UKRAINIAN POLICE

Tumodiisa K. MOTUBALIS TA KAP’EPHHUI PO3BUTOK SIK KJIIOUYOBI ®AKTOPH
B MOJIIII YKPAIHHA. V crarri 3gjificheHo Teopernunmit aHami3s NHTaH MOTHBAILii Ta
NPOAYKTUBHOCTI MpaliBHUKIB mojinii YkpalHH, a TakoXk pO3rsIHYTO mpobiemu ix mpodeciiHoi
MOTHBalii 3 ypaxyBaHH;IM cleun@iki bOTO BHIY ACPXKABHOI CIy)KOM B HPABOOXOPOHHIN cHCTEMI.
Buznaueno, mo eeKTHBHICTD CIIyK00BOi AiSUTBHOCTI NPAIiBHUKIB ITOJIINIT IIEBHOIO MIpOIO BHU3HAYaE ix
TpyJOBa MOTHBALs, a 3aBJAHHIM CyJaCHUXKEPIBHHUKIB IIPAKTUYHUX MiJPO3ALTIB BHYTPIMIHIX CIIPaB € —
3a0e3NneunTH MOTHUBYIOUiI YMOBH CIIyXOH, 3HifICHIOBAaTH CHpPUSTIMBHA MOTHBAIlIMHUNA BIUIUB Ha
T UTerTINX, 3a0e3neunTi yCHimHy
npodeciiHy IisIbHICThKOXXHOTOIPABOOXOPOHIIAI31aroXKEHYyKOJIEKTUBHY POOOTY BCHOTO HEPCOHAIY.
MoTHBOBaHHH [0 CIyKOUMPALIBHUK CYMIIIHHO 1 PEe3yJbTATHBHO MPALOE, CAMOBHPAXKAETHCSY MpaLli.
Bubip niHil MOBEOiHKM MOpauiBHUKAa BHU3HAYAIOTh HOro TpyaoBi MoTuBH. OCTaHHI BHPaXalOThCS Yy
BHYTPILIHEOMY CHOHYKaHHUTIOAMHH. DopMmyBaHHS mpodecioHani3My [isJIbHOCTI BHU3HAYEHO SIK
HaWBaXJIMBILlY XapaKTEPUCTHKY IpPAliBHUKIB CHCTEMH BHYTDIIIHIX chpaB. PO3IISTHYTO TEOpeTHKO-
METOJI0JIOTIUHI 3aca iyl BUKOPHUCTAHHS TEXHOJIOTii MOTHBAIIii CTHMYyIOBaHHS npariBHUKIB cucremu OBC
Ta 0OIPYHTOBAHO HAINPSMHU iX YIOCKOHAJICHHS.

BucitiieHo muTaHHA TOB's3aHI 3 MpodeciiiHOo0 HAMIMHICTIO MpamiBHUKIB TMOMimil YkpaiHu:
¢dopmyBanns npodeciiiHoi HagiifHOCTI MailOyTHIX MONIIEHCHKUX MiJ 4Yac HaBYaHHS, 3a0e3MedYeHHs
npodeciiinoi Ta GyHKIioHansHOT HaxifHOCTI (axiBUiB Ha poOOYOMY MicCIli Ta MPOTrHO3YBaHHS HATIHHOCTI
npauiBHukiB OBC miciist JOBroTpuBajioro nepiony HeceHHs ciyxOu. [IpoananizoBaHo Ta 0OIpyHTOBaHO
psin ¢dakropiB, siki Oe3rocepeAHbO BIUIMBAIOTH HAa PO3BUTOK mnpodeciiiHol MoTuBamii Ta pobovoi
npoxyktuBHocTi npaniBaukie OBC. Binnomenns Ha pobodomy Micoi, caMmo-opraHisamisi, CTpec, CTaH
3JI0pPOB’sl, 3a0XOUYCHHS Ta HAropoia 3i CTOPOHHM KEpiBHUITBABM3HAYCHI NOMIHYIOUHMH YHHHHKAMH
TOJILeHChKOT MPOMYKTHBHOI AiSUIBHOCTI HAa pobodoMy Micmi. Y Xoii poOOTH BH3HAYEHO, IO IMPOLEC
BHSIBJICHHS. TIPOQeEciiiHNX MOTHBIB 1 PETyITIOBAaHHATPYIOBOI MOTHBALil MPAaBOOXOPOHIIB € OCHTH
CKJIQTHKM 1 B TOM Keyac HeoOXiqHUM JUIs 3aiiicHeHHs edexTrBHOrO yrpasuinas B OBC.

Knrouosi cnosa:momusayia, momusayis npayisnuxie noniyii, iepapxia nompeb, npoOYKmMueHicmo,
Hatiguwyi cmanoapmu, QizudHa 00NOMO2a, eMOYIIHA RIOMPUMKA, MEMOOON02IUHE KePIGHUYMEBO.

Nowadays the issues of being police officer, protection of order and feeling of power
are up to the day in our everyday life. Motivating police personnel can be complicated. Super-
visors must work hard to ensure officers perform their duties efficiently and effectively. Many
factors can negatively affect productivity and cause officers to become complacent, doing the
bare minimum necessary. The difficult nature of crime fighting can cause officers to become
cynical toward the population as a whole and develop an «us-versus-them» view [3]. A nega-
tive attitude in police work can lead to feelings of inconsequentiality toward law enforcement
goals and either slow or stop internal motivation.

Officers who begin their careers with an attitude of «saving the world» can become jad-
ed toward that goal after years of witnessing the worst in people. Constantly observing the af-
termath of violent crimes, like robbery, rape, murder, and assault, eventually can take its toll on
even the most dedicated officer. Administrators must look for ways to offset this constant
bombardment of negativity while reinforcing the positive aspects of society and the benefits
provided by quality law enforcement practices. This situation clarifies the urgency of this re-
search.

The purposeof the article is to study the peculiarities of motivating police personnel
and to scrutinizedthe ways of their professional self-development.

It is certainly true that this question was discussed by large number of different scien-
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tists and psychologists.But one of the most commonly cited theories of motivation is that of
Abraham Maslow. According to his theory, people are motivated based on a hierarchy of needs
[5]. At the bottom of this list are basic physiological essentials, such as food, water, and shel-
ter. After obtaining these necessities, people look for safety, security, and a sense of belonging.
Individuals then seek out praise and recognition for a job well-done that is related to a quest for
improved self-esteem. This is followed by a desire for self-actualization or the potential to
grow professionally[5].

A prominent feature of this theory is the need for praise and recognition under the self-
esteem model. When properly used by management, praise can be an effective motivator of
police personnel. Mark Twain once commented that he could live for two months on a com-
pliment alone. Managers who strive to inspire personnel can adopt this adage and use it as an
example of motivational philosophy.

Productivity and motivation are important in any organization. In police agencies, offic-
ers have a lot of freedom and discretion and often are unsupervised for many hours of the
workday. The individual level of commitment and desire to serve the noble and ethical cause
help guide officers’ productivity and motivation on the job [2].

Many variables can influence on officers’ levels of motivation, including supervisors’
attitudes, job environment, and personal factors. Individuals experiencing family problems,
health concerns, financial issues, or negative social experiences can exhibit significant declines
in productivity and motivation. Job security often can help officers with personal problems as
much as a stable personal life can assist them with a difficult work environment [4]. Adminis-
trators and direct supervisors seeking to improve work performance should understand this
basic psychological process.

The community holds police to a high level of public trust while expecting them to pre-
vent crime, maintain order, and provide an equal and unbiased application of law enforcement.
To be an equal opportunity enforcement officer, the individual must be motivated to do the job
and held accountable to the highest standards at all times. Fellow officers depend on each other
for physical backup, emotional support, and technical guidance [2]. Lack of motivation can be
contagious and cause problems for management if not recognized and treated early.

Agencies must have early warning systems in place to recognize symptoms and identify
officers experiencing a decline in productivity or a lack of motivation [2]. Computer software
programs can recognize possible early warning signs, such as decline in performance, suspi-
cious sick leave patterns, unreasonable uses of force, and increased complaints. Such issues can
indicate personal problems that result in a lack of motivation and productivity.

Several theories of motivation exist that supervisors could consider, including Maslow’s
Hierarchy of Needs, Herzberg’s Motivation-Hygiene Theory. Administrators can learn many
positive, as well as negative, points from these theories, but they all have one thing in common
— the idea that supervisors must know their people [5]. To effectively manage motivation and
productivity, leaders must possess the human skills needed to work with employees and have
the empathy to understand their issues [5]. This idea also means that supervisors must work as
a team with officers and build a cooperative effort for the common goal of the agency. By
working closely with and understanding officers, effective leaders can identify problems earlier
and create effective solutions to deal with those issues.

Physical fitness holds importance when discussing individual motivation and perfor-
mance. Of course the first step of being productive in an organization is actually coming to
work. Officers who participate in regular exercise programs less likely will develop health-
related problems that keep them away from the job and negatively affect their work perfor-
mance [4]. A police officer’s job involves interacting with the public, entering and exiting po-
lice cars, walking up steps, apprehending suspects, and performing other physical activities
dependent on a high level of physical fitness. Law enforcement leaders must take a hard look at
agency physical training standards and long-term health programs to help ensure the highest
levels of efficiency and effectiveness [4].

Much of a patrol officer’s day is sedentary, often involving seemingly mundane duties,
like operating radar from within cars or conducting routine patrol. But, such activities can be
interrupted when officers receive calls to apprehend suspects or handle volatile situations. The
dramatic increase in heart rate and adrenaline can strain vital organs and muscles not condi-
tioned for this type of response [3].

Although often considered a responsibility of management, a certain level of motivation
must come from within the individual.
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The profession of criminal justice is similar to others where the productivity of employ-
ees is vital to the bottom line. Whether a business involves farming, sales, construction, teach-
ing, or public safety, evidence indicates that the motivation of the person doing the job is di-
rectly proportionate to the level of productivity in that industry [3]. In a criminal justice organi-
zation, individual health is important for improving attendance and productivity and related to
the safety of the officer and the public. Most law enforcement personnel agree that appropriate
physical fitness ensures safe and effective completion of essential job functions [3].

Resent research has shown that the key factors of police officers’ motivation are depend on:

= stress

Law enforcement is broadly considered one of the most stressful occupations and often
is associated with high rates of alcoholism, suicide, emotional health problems, and divorce
[3]. All of these factors can negatively affect officers’ motivation and productivity.

Organizations must strive to recognize and reduce stress associated with the profession
to maximize job performance, motivation, and productivity [3]. Although the inherent dangers
(e.g., apprehending suspects and facing assaults) of the law enforcement profession create a
certain amount of stress, leaders can implement organizational changes that affect supervisory
style, field training programs, critical incident counseling, shift work, and job assignments.
These internal factors have been rated highly among police officers as major causes of stress.
Some officers have reported that the job itself is not as stressful as a call to the supervisor’s
office [3].

Several consequences of police stress include cynicism, absenteeism, early retirement,
emotional detachment from other aspects of daily life, reduced efficiency, increased com-
plaints, and rises in health problems. In a recent survey, nearly 100 percent of respondents
agreed that giving recognition can positively impact morale [3].

= praise and recognition

Money is an extrinsic motivator, while praise and recognition are intrinsic motivators.
Effective leaders must stress the importance of such intrinsic motivators as achievement,
recognition, fulfillment, responsibility, advancement, and growth [3].

= self-motivation

Although often considered a responsibility of management, a certain level of motivation
must come from within the individual. In a 2003 study on the effects of self-motivation, the
actions of police gang unit members in Gothenburg, Sweden were observed. The researcher
identified several ways officers can reduce burnout and increase motivation to survive a long
career in law enforcement. The intense stress of working constantly in tough, crime-ridden
neighborhoods caused officers to desire transfers and redeploy to «nicer» areas as a way to
avoid becoming too cynical [3].

Police officers also can seek different specialized jobs within the organization to help
self-motivate and reduce individual stagnation. Large departments often have greater opportu-
nities for internal transfers. Many officers in this study served for several years in the patrol
division, then later applied for deployments as investigators, school resource officers, crime
prevention officers, or specialized response-team members [2]. These jobs all require different
training and varied core job responsibilities that can reinvigorate an officer’s professional
drive.

Because a substantial part of motivation remains with the officers themselves, the level
and need for self-inspiration increases as officers rise in rank to supervisory roles [2]. An im-
portant part of a supervisor’s function is to lead by example and, above all, have a positive atti-
tude. Self-motivation is a prime ingredient in that formula. According to the U.S. Marine Corps
officers’ training statement, «Officers have to...self-motivate to keep themselves inspired and
focused on the mission. This is the reason they don’t sing cadences » [2]. If leaders do not mo-
tivate themselves, who will do so? And, how can unmotivated leaders expect exceptional per-
formance from subordinates?

Another way persons can increase their own motivation is by examining their strengths
and what makes them truly happy and then looking at their weaknesses with a degree of self-
examination. For instance, someone could compile a journal with photographs of family mem-
bers and special events that are inspiring and motivational. By reviewing and adding to the
journal regularly, it can serve as a powerful motivator and a reminder for individual inspiration.

= attitude

Research data confirmed that officers’ individual attitudes can influence their level of
productivity and motivation. In one study officers who perceived traffic enforcement as a per-
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sonal priority engaged in more enforcement efforts and subsequently issued more citations
[3]. They also were influenced by the ideal that management rewarded officers who issued
more traffic tickets, and those who agreed with this perception followed suit.

* health and fitness

The health and physical fitness of officers also can affect their motivation. Many em-
ployers have seen increased absenteeism as a result of employees’ health issues. Absent work-
ers strain resources, reduce productivity, and increase costs. In police field units, manpower
must be maintained at a minimum level, and illness or injury can cause serious cost overruns in
overtime and sick-leave reimbursements. In law enforcement organizations, physical fitness is
essential and can impede officer performance if not maintained.

To conclude, it should be added that administrators and managers in law enforcement
agencies must remain cognizant of the many factors that can influence individual motivation
and productivity of police officers. The nature of the job can result in officer burnout, followed
by a decrease in the motivation to perform. Recruits starting out in law enforcement with a
strong desire to change the world and who possess a great ethical desire to serve the noble
cause easily can be swayed toward mediocrity by the contagiousness of other jaded offic-
ers. Although some officers who realize a decline in motivation can self-motivate by seeking
out interdepartmental transfers or changes in duty assignments, many police agencies do not
have such opportunities. In these smaller organizations, supervisors must work harder to dis-
cover other ways to improve an officer’s performance.

The intrinsic factors of praise and recognition for a job well-done can help improve of-
ficers’ attitudes and increase their desire for doing the job. As pointed out in Maslow’s Hierar-
chy of Needs, the need for self-esteem is part of the makeup of all individuals. However, su-
pervisors must rely on this sparingly and in coordination with other methods to avoid crossing
the boundary of diminishing returns [3]. Too much emphasis on compliments and recognition
easily can ruin officer’s effectiveness; therefore, they must be distributed with reason and
common sense.

Administrators also should recognize the stress associated with police work and strive
to create a healthy organizational environment where officers are not subjected to harsh leader-
ship. Police officers have sufficient worries while carrying out their responsibilities without the
additional stress of managerial problems [3].When officers perceive interacting with supervi-
sors as causing more stress than dealing with criminals, a fair self-evaluation of management
practices clearly is in order.

Management also must set the example for motivation. A positive attitude on the part of
a supervisor can directly impact the motivation and productivity of subordinate officers [5].
This makes sense and follows the old saying of «lead by example», a useful adage for all lead-
ers to follow.

Finally, the health and physical wellness of the officer is so important and universally
recognized that completion of a physical fitness test is mandated in most recruit training pro-
gramsEvidence reveals that the level of vitality and health of employees has an effect on the
bottom line of achieving the goals of any organization, and the benefits of physical fitness can
directly improve an individual’s stress level [5]. Administrators who realize the importance of
health and fitness can implement sound strategies and strive to improve the level of well-being
within their organizations.

Enhancing the motivation and productivity of police officers is a difficult, yet achieva-
ble, objective. When administrators, supervisors, and officers are educated about the many
ways this can be achieved, they consistently can work together for the common goal.
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Summary

The article deals with the issues of motivation and career development of Ukrainian police offic-
ers. The factors influencing Ukrainian police productivity have been analyzed. The research is focused on
the main points which influence on police motivation.

The results of the research show that enhancing the motivation and productivity of police officers
is a difficult, yet achievable, objective.

Keywords: motivation, police officers’ motivation, a hierarchy of needs, productivity, the highest
standards, physical backup, emotional support, technical guidance.
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‘ ALGORITHM OF COMPLEX CONTROL OF TRAINING
v OF BASKETBALLIST AT THE PREVIOUS BASIS
TRAINING STAGE

IBuenko O. AJIT'OPUTM KOMIUIEKCHOI'O KOHTPOJIIO IIAI'OTOBKH
BACKETBOJIICTIB HA NONEPEJHBOMY BA30BOMY PIBHI HNIATOTOBKH. Oxaum i3
HATIPSIMKIB MIATOTOBKH € SIKICHUI 3MICT Ta OpraHi3ailis CHCTEMH IMiATOTOBKH, siIKa 0a3yEThCSl HA €IHOCTI
OprasizaliifHuX, IPOrpaMHO-METOANIHUX OCHOB, MaTePialbHO-TEXHIYHUX 3ac00iB IPOIIECY MiATOTOBKH i
peaizyeTbesl KOMITIEKCHUM BHKOPUCTaHHSM. Byno BHSBIICHO, IO B TIPOIEC] MiATOTOBKH 6acKeTOOMICTIB
Ha eTari mnomnepeaHboi 0a30BOi MiIATOTOBKHM MPUALIAETHCS HE3HAYHA yBara mpoOieMi KOHTPOJIO Pi3HHX
CTOpIH MiIrOTOBIEHOCTI W KOMIUIEKCHIH OLIHIN MiArOTOBJICHOCTI. 3aNMpONOHOBAHUIA HaMH aJrOPUTM
KOMIUICKCHOTO KOHTPOJIIO MiAIrOTOBJICHOCTI BUKOPHCTOBYETHCS JUIsl KOPEKLIT HaBUaJIbHO-TPEHYBAJIBHOT Ta
3MarajabHOI TisUTbHOCTI 1 CBOEYACHOTO BHSBJICHHS HEIOMIKIB Ta CHJIBHHX CTOPIH B IHEBHHX KOMIIOHEHTaX
niaroroBku. OOJIK JUHAMIKY ITOKAa3HUKIB MiATOTOBIEHOCTI OackeTOoicTiB 13-14 pokiB y pivHOMY IHKITI
JI03BOJIMTH JOCHUTH PAIliOHAIBHO i TOYHO ()OPMYBATH MiATOTOBKY, BUPIIIYBaTH TPU IPYIH 3aBIaHb.

KoHTpons mOBHHEH 3IiCHIOBATHCS B HABYAIBHO-TPEHYBATBHOMY IIpOLECi IIOPIYHO, 3
ypaxyBaHHSIM OpTaHi3aliifHO-YIIPaBIiHCHKHUX 3ac00iB 1 ONTHUMANBHOI OpraHizamii HayKOBO-METOAUIHHX
0COONMBOCTEH MIATOTOBKM IOHMX OAacKeTOOJICTIB 3 METOI BHSBICHHS OUIbII MEPCHCKTUBHUX
CIIOPTCMEHIB ¥ NOIIYKYy Hale(eKTHBHIMNX 3aco0iB Ta METOIB OLIHKH MiATOTOBICHOCTI IOHHX
CIIOPTCMEHIB Ha OKPEMO BH3HAUCHOMY eTalli 0araTopi4HOro BJOCKOHAJICHHSI.

Kniouogi cnosa: anzopumm, KOMIAEKCHUL KOHMPOIb, nonepeons 6a308a nid2comoska, 6ackemoo.

Formulation of the problem.The problem of control preparation young basketballersis
still one of the major in sport preparation children's and youth team, whose solutionwill prevent
forcing educational trainingprocess of racing for victories in competitions, will contribute
preservation of physical and mental health of young sportsmen, accordance the solution of
tasks stage of long standingimproving content and intensity of training activity with account
for individual and team differences [1; 2; 3; 5].

Analysis of recent research and publications. In available literature of this problem
[4, 5]data are provided, which display control of competition and training activities, status of
varioussides of readiness of basketball players. Some authors suggest an algorithm of control
competitive activity of highly qualified athletes: in sports games [1, 2, 4, 7]. Along with this,
there is not enough information about the algorithm of complex control of the preparedness of
athletes, who specialize in basketball, at the stage of preliminary basic training taking into ac-
count the lastachievements of sports science, and in particular, modern tendencies of competi-
tive activity of young athletes during a one-year training cycle.

Presenting main material. The current state of the training process of basketball play-
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