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The system of stimulation of work in modern conditions

Abstract

Object: is to develop scientifically based recommendations for improving the system of labor incentives in modern
conditions based on a comprehensive analysis and evaluation of the system.

Methods: When writing the article, the following methods were used: methods of scientific analysis, synthesis, and
structural analysis.

Findings: 1t is revealed that in modern conditions, the human resources potential of the modern economy is the most
important strategic factor affecting the country's competitive advantages in the world. In the course of the study, the
factors that influence the formation of the labor incentive system were classified. the main principles of building an
effective motivation system in modern conditions are revealed, its types are considered, and modern theories of motivation
are analyzed.

Conclusions: In the course of the study, the authors concluded that it is necessary to apply more flexible approaches
to determining the level of the basic salary and the variable part of the salary, the need to link the salary with the final
performance indicators of both the individual employee and the entire structural unit, as well as the enterprise as a whole.

A classification of factors that influence the formation of the labor incentive system is proposed, including two
groups: external (objectively existing and independent of the company's management) and internal (formed and dependent
on the company's management).

Keywords: management, stimulation, motivation, economy, management, activity, system, enterprise, personnel,
process, remuneration.

Introduction

Any stimulation of labor implies exchange. The employer hires employees in order to use their
knowledge, skills, and experience in the production process of making material and spiritual goods. Employees
are hired to the employer to obtain from him certain socially significant benefits. The exchange must be fair,
equivalent. The stimulation of labor will be effective only with an equivalent exchange.

Higher needs have receded far into the background, and the behavior of most workers is controlled by
lower needs (according to Maslow's hierarchy), which is both a consequence and a reason for the formation of
a specific mentality of the modern worker. Stimulation of work of the domestic enterprises is directed on
formation of such behavior of the worker, which allows the organization to achieve the purposes. The process
of stimulation is to create a certain work situation that would affect the needs of the individual.

The purpose of the study is to develop scientifically based recommendations for improving the system of
labor incentives in modern conditions based on a comprehensive analysis and evaluation of the system. The
main methods used in this study are methods of scientific analysis and synthesis, structural and factor analysis.

For effective use of available methods of influence on employees, we classify incentives according to
different criteria. Classification allows you to identify the mechanism of action of each stimulus.

According to what needs are met by incentives, they can be divided into tangible and intangible. Material
incentives always contain elements of commodity-money relations and are monetary and non-monetary. Mon-
etary incentives include salary, various bonuses, additional payments, allowances. Cash payments are made in
accordance with the quantity and quality of labor invested by the employee in the organization. Non-monetary
payments may be made in the form of in-kind remuneration, issuance of permits, official cars, provision of
official housing, in other forms.
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Once you have defined the objects of impact, proceed to the elucidation of the psychological aspects of
motivation. At this stage, character traits, properties of individuals, their value orientations, attitudes, ideals,
personality type are investigated When developing a labor-intensive system at the enterprise, the author con-
siders the following requirements:

1. Complexity — when developing incentive systems, various types of incentives (tangible and intangi-
ble, group and individual, positive and negative) should be used, in view of the existing approaches at the
enterprise and personnel management experience.

2. Differentiation is an individual approach to stimulating different groups of workers. As we have al-
ready noted, different incentives should be used towards qualified and unqualified, young and old, male and
female employees, etc.

3. Flexibility is the need for continuous monitoring and adjustment of the incentive system depending on
changes in employees’ motivation affected by the value changes of the society as a whole and within the
working team.

4. Promptness implies a quick response of management to reducing employees’ motivation, and reducing
the effectiveness of incentives. The main signals of inefficiency of the incentive system include: fatigability
and irritability of employees; tardiness and absenteeism; overt or covert sabotage; conflicts with management
and the team; reduced interest in work; reduced loyalty to the company; violation of performance discipline;
low performance results; propensity to change jobs.

Hypotheses. Research on labor incentives in recent years has shown that it has undergone negative struc-
tural changes as a system.

In modern conditions, the personnel potential of the modern economy is the most important strategic
factor affecting the competitive advantages of the country in the world.

Stimulation of labor activity involves the use of all various forms and methods of regulation of labor
behavior.

The human resources potential of the modern economy is the most important strategic factor affecting
the country's competitive advantages in the world.

Literature Review

Based on the goal-setting theory of E. Locke, the incentive system at the enterprise should include the
goals of both the company’s management and the individual employee (Bazarov, 2010)

Therefore, during its development, it is necessary to carefully study what motives determine the behavior
of personnel, and what incentives the enterprise can provide to employees so that they can fulfill their needs
and receive material or moral benefits.

Thus, the incentive system should:

—make the employees to feel confident and secure, serve the goals of employee’s satisfaction and im-
prove the quality of work;

— orient the employee to achieve the corporate objectives and the desired result;

— combine the rigidity of the remuneration determination rules and flexibility in responding to changes
in the external and internal situation in the organization;

— serve not only as the motive of work, but as a control mean (lever) for managers. Within the incentive
system, the manager should be able to both encourage and punish the employee.

The management of the enterprise should to carefully study the individual needs of the employee, there-
fore, his motives for labor activity. With the same individual approach, it is necessary to develop an incentive
system. For one category of employees, a large salary can be a good incentive, for another category, it is an
opportunity to distribute their working time on their own, for the third one — the prospect for advancement in
this enterprise.

Most researchers — A.Ya.Kibanov, [.A. Batkayeva, Ye.A. Mitrofanova, M.V. Lovcheva, [.A. Essau-
lova, A.P. Grachev, S.A. Shapiro — two types of incentives are usually distinguished: material and non-ma-
terial.

In the works of the researchers listed, material incentives are considered as a set of material benefits
provided to staff for the labor contribution made to the enterprise performance, and non-material incentives
imply obtaining a set of benefits provided to the employee and not related to payments and substantial mone-
tary costs of the enterprise. At the same time, material incentives are divided into monetary and non-monetary,
and non-material incentives into moral, social and organizational.
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D.A. Ashirov in his work “Labor: incentives — motives — motivation” (Ashirov, 2018) proposes the fol-
lowing classification of incentives:
1. By incentive direction:
a) positive incentive;
b) negative incentive.

2. By incentive resource base:
a) economic incentives;
b) administrative incentives;
¢) social incentives.

3. By types of incentives:

a) material incentives;
b) material and social;
¢) moral and psychological.
4. By way of providing a stimulating effect:
a) direct incentives;
b) mediate incentives;
¢) leading incentives;
d) postponed incentives.

Let us consider this classification in more detail.

The first feature (incentive’s orientation) is reflected in the content of the managerial impact, which can
be either encouraging or blaming; i.e. cause a positive and negative reaction among the staff to whom the
managerial impact is addressed.

The second feature (resource bases of incentives) is associated with the essence of the subject, through
which it turns out to be a stimulating effect. In this regard, various kinds of resources involved in production
and management serve as a source of incentive. They include:

— economical;

— administrative;

— public.

It is obvious that the construction of the motivation and incentive system will be largely determined by
the economic situation of the organization, the latter, in particular, will critical for the ratio of various resources
involved in the incentive schemes used.

When it is impossible to use large-scale economic resources, you need to address to a greater degree to
administrative resources, based on the rationing of employment behavior and, mainly, punishment for non-
compliance with the established norms.

Community resources are expressed in various kinds of effects associated with joint activities, as well as
in the mentality, manifested in labor and organizational behavior of staff.

The third feature (variety of incentives) reflects the specific representation of the incentive in management
practice. Material, material and social, and moral and psychological incentives are widely used here. If with
respect to the first and third types there are well-established ideas, then the second type — material and social
incentives — needs to be clarified.

Material and social incentives are connected to currently received loans, insurance, participation in man-
agement and profits (entrepreneurship, pensions, etc.). It is easy to see that these incentives are associated with
a certain material (financial) support, but at the same time they cannot be attributed to exclusively material
incentives in the classical meaning of this concept, since they are not directly included in the salary and are
not directly related to individual labor’s performance.

Such incentives can be classified as social, because they are aimed directly at improving the quality of
life and improving the working conditions of staff through participation in enterprises’ activities. It can be
carried out in special programs or in the creation of its own social funds.

Due to the fact that, on the one hand, this kind of incentives is based on the material (financial) base, and
on the other hand it has a social orientation, it is proposed to distinguish them in a special type — material and
social incentives. The analysis shows that at present this type is becoming more widespread and seems very
promising.

The fourth feature (the way of providing a stimulating effect) is also insufficiently analyzed in special
works. Basically it is not specially distinguished, although it takes on greater and greater importance in
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management practice. This feature is based on temporary differences and the nature of connections in the
incentives. The authors of the article propose to classify incentives by their temporal characteristics:

— direct;

— mediate;

— leading;

— postponed.

Direct incentives are expressed in wages and all other forms of payment for individual labor, as well as
in administrative and public incentives (e.g., gratitude, reprimand, etc.). In this case, labor performance or
employee’s action and the incentive should be connected. In other words, cause and effect are based on a direct
sequence and direct relationship.

Mediate incentives are intended to change certain conditions and circumstances associated with labor or
directly related to it, in order to influence individual and collective performance of labor. Such incentives
include professional development, delegation of authority, improvement of the organizational structure, im-
provement of working conditions, improvement of the quality of work and rest schedules, etc. It is obvious
that all these features do not directly affect the increase in individual productivity and therefore they can be
called indirect incentives. In other words, it is impossible to estimate exactly to what extent they will affect
the employee’s motivation, but it is assumed that their humanitarian focus, as well as the improvement of
personnel management, will lead to positive effects.

Leading and postponed incentives differ in their purely temporal characteristics. Leading incentives in-
clude various types of advances, credits, loans, etc. material incentives.

From administrative incentives — various kinds of career advancement, empowerment, granting of offi-
cial privileges, from public incentives — approval and support received. All this anticipates the subsequent,
individual labor performance. The value of leading incentives is recognized to be quite effective, although
there are cases of the opposite order. The latter is most often associated with advances through salary.

Postponed incentives are most often represented in the material and social form of incentives. Especially
in the pension systems. These incentives are widely spread due to the social orientation of the state, the in-
volvement of companies in the implementation of social programs, and also as a result of an increase in social
wealth and recognition of human resources as the main ones.

Methods

New approaches to incentives involve the abandonment of traditional time-based systems or payment by
complexity coefficient, etc., as well as their replacement with remuneration consisting of two components: the
base rate and additional incentive payments, depending on individual results and/or the performance of the
unit/company.

Therefore, in this paper, we will look at these two most important components in more detail.

Results

Base wages is a monetary remuneration to an employee for his/her work in an organization or for per-
forming duties at a given position (workplace) in accordance with the measure and quality of the labor invested.
It consists of the official salary (usually monthly). At some enterprises, in addition to the official salary, the
basic wages include a qualification allowance.

Official salary is a guaranteed monetary remuneration paid to an employee in accordance with an em-
ployment contract (or any internal regulatory document of the organization, which increases the remuneration
specified in the employment contract) regardless of labor performance. It should be noted that in connection
with this “regardless of labor performance,” in practice, the official salary in itself has not the highest incentive
effect for the employee.

The employee’s official salary is determined depending on a number of factors (Kibanov et al., 2013)

— skill level,

— complexity of work performed;

— degree of independence of work performance;

— degrees of responsibility for managing the work of other employees;

— intensity, harmful exposure (including hazards) of labor;

— cost of living in the region (city, settlement);

—natural and climatic characteristics;

— industry specifics.
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In modern management there are the following approaches to determining the level of the base salary
(Shapiro et al., 2012)

1. Ranking method. It assumes the division of all types of work usually based on the complexity of the
work performed. There are the following methods for determining the complexity of work:

a) Ranking is a non-analytical method, since the work is assessed as a whole, based on the impression it
makes.

b) Classification by complexity is a semi-analytical method, in which an impartial, but not exhaustive
analysis of qualification requirements is carried out.

¢) Itemized ranking is an analytical method that requires a very detailed study of qualification require-
ments. The definition of the salary level is basically preceded by an assessment of labor (work complexity).

The advantage of this salary adjustment method is simplicity and accessibility for any organization. The
disadvantage is that this method can be used only in relatively small organizations with a narrow list of em-
ployees’ positions. Besides, with this method, the subjectivity of assessing the complexity of the work is great.

2. Factor comparison method. More formalized quantitative method of labor assessment. It includes the
definition of several compensable factors (for example, responsibility, independence, mental burden), each of
which may have several degrees, as well as the degree to which each factor is present in a particular type of
work. For example, types of work may have 5 degrees of responsibility. In addition, each degree of each factor
is assigned a certain number of scores. After that, we determine the extent to which each of the compensated
factors (for example, responsibility) is present in the work, summarize the corresponding scores for all factors
and obtain the overall scoring of the work.

3. Job classification (or grading) method. Types of labor are divided into groups. These groups are called
categories (classes) if they include only similar types of labor, or ranks, if they include types of labor that are
similar in complexity but differ in other characteristics. This method also includes the most popular salary
adjustment method using the rate ranking system. Development of a multi-rank rate scale is the most common
form of remuneration in most countries of the world.

4. Grading method is grouping of positions for certain reasons (definition of “weight”, classification, etc.)
in order to standardize remuneration in an organization. A way to determine the value (weight) of a particular
position for the organization. Essentially, grading is a way of rating.

Grading objectives:

a) Comparison of positions by specified parameters and ranking of works by significance for the enter-
prise. In this case, the task of raising the prestige of a certain employee in an organization or horizontal pro-
motion within a grade, that is, salary increase, can be solved. Besides, just the intersecting boundaries of the
grades make it possible to make a so-called horizontal career: an employee can be moved to another grade
(increased) without salary increase.

b) Rating (salary adjustment) based on the significance of work or a position for the enterprise. It allows
you to pay not only the market value of the employee, but also the value of his/her work for the company. In
addition, since grades combine positions of similar content and different hierarchical levels, this makes it pos-
sible to “tie” to different grades different levels of additional monetary and natural incentives: the difference
in the volume and content of social packages, benefits for different categories of employees, etc.

¢) Motivation is career motivation for employees, engagement motivation for candidates.

Basically, as sated above, grading is a type of work rating, but it also has fundamental differences, which
are reflected in table 1 (Kibanova et.al., 2013).

Table 1. Difference between the grading system and the rating system

Rating system Grading system
1 2

The system is based on the assessment of professional | A wider number of indicators included in the assessment of the
competencies (knowledge and skills), as well as work | position: in addition to knowledge and skills, such characteris-
experience. tics as freedom of thinking and complexity of the issues being
addressed, level of position’s responsibility (freedom of action,
field of activity, type of influence of the position on the perfor-
mance) are assessed.

The basis of the structure is the minimum wage, which | The basis of the structure is the weight of the position, esti-
is multiplied by the corresponding rate factor mated in scores
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Continuation of Table 1

1 2
Position building hierarchy Possible intersection of two nearby grades, i.e. an employee of
a lower grade may receive a higher wage than an employee of
a higher grade through professionalism
There is a clear position building hierarchy vertically | The position structure is formed according to the emphasis
from worker to director In the structure principle of this position for the company
Note — drafted by the author based on the source: 5,7

The grading method involves the following steps (see Figure 1).

.. Position .. . ..
Goal definition / T / Position evaluation / Grade definition /

Development of salary Analysis and correction of

Labor market analysis . . ;
y / “brackets” inconsistencies

Figure 1. Grading stages
Note — drafted by the author based on the source:8,9,10

The specific sizes (levels) of official salaries are determined individually by each organization, and de-
pend primarily on the market value of the job (position) and internal assessment of the work importance for
the business, on the content, complexity and skill level required to perform a particular work.

Positions are evaluated by the evaluation committee using substitution profile tables, based on three
groups of factors that are considered the most important.

The first group of factors include knowledge and skills required for work. There are three main elements:
technical knowledge and skills, managerial and interpersonal qualities.

The second group of factors is issue resolution. It includes two main elements — the freedom of thinking
and the complexity of the issues to be solved.

The third group is the level of responsibility. Includes: freedom of action, field of activity, the type of
position’s influence on the performance, as any system, the grade system has its advantages and disadvantages,
by analyzing the sources (Malova, 2016)

The main types of premiums are:

1. Premium for individual employee performance. It reflects the possibility of direct individual influence
of the employee on his/her performance. If this is not the case, then one of the incentive principles “Pay for
real work, not for participation in the process” is violated. It is accrued by pre-determined bonus indicators,
which are determined individually for each employee (position).

2. Premium for contribution to the work of the structural division. It is used to stimulate better interaction
and mutual assistance between employees of the structural division to increase his/her performance as a whole.
A bonus fund is calculated for each structural division of the organization. The bonus fund is distributed among
employees of the structural division using the labor participation coefficient (LPC).

LPC determination procedure:

LPC is tied to the official position or qualifications of the employee;

b) scoring method (performance by predetermined indicators are taken into account (including their scor-
ing) every day basically by the head of the structural division; the scores are summed up at the end of the
month);

c¢) combination of the first two methods.

3. Premium for the overall performance of the organization. The main purpose is to motivate employees
to increase the overall performance of the organization. It can be paid at different intervals (for example, quar-
terly, semi-annually, annually) and apply to various categories of personnel (for example, only to the owners
of the organization and top managers; only to top- and middle-ranking managers; to top- and middle-ranking
managers and employees of structural divisions, “bringing money” to the organization; for all permanent (full-
time) employees of the organization).
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4. Target bonuses. It is used to stimulate effective work and activity of employees when performing in-
dividual targets. For example, for innovation, initiative shown, raw material and material saving, improving
the quality of products (works, services), work experience in the organization, etc.

The bonus system organization procedure for personnel is regulated by a special “Provision on bonuses”.
In addition, the provision on bonuses can be developed for a certain category (group) of personnel or extend
to a specific structural division (group of divisions) of an organization.

The provisions on bonuses should include:

— indicators and specific conditions of bonuses;

— amount, scale and terms of bonuses;

— circle of awarded employees;

— source of bonuses.

Bonuses can be made by one or a group of agreed indicators. Experts identify four main groups of indi-
cators of bonuses, stimulating employees for individual performance. They include:

1. Quantitative indicators: fulfillment and over-fulfillment of production targets for output and nomen-
clature, percentage of performance standards, ensuring uninterrupted and smooth operation of equipment,
compliance with or shortening the planned repair time, performance of a smaller number compared to the
standard, reduction in labor intensity of products, etc.

2. Quality indicators: improving the quality of products, the percentage of delivery of products from the
first presentation, reducing the defect rate, increasing the grade of products.

3. Saving of resources used: economical consumption of raw materials and materials, fuel and electricity
saving, reducing the cost of maintenance and repair of equipment.

4. Rational use of technology: compliance with the terms of development of new equipment and advanced
technology, adherence to technological discipline, increasing equipment load factor.

For managers, professionals and employees, bonuses are primarily related to profit. There are proposals
on the need to include in the bonus system for heads of organizations such indicators as the fulfillment of
contractual obligations, the growth in production, and the provision of output of modern technological level
and quality.

The condition for bonuses is usually the work during the accounting period and the fulfillment of the
established indicators. One of the most important conditions for the bonuses is the compliance with labor
discipline. Employees who have fulfilled bonus indicators, but have committed absenteeism or have appeared
at work under the influence of intoxicants, have committed a different disciplinary offense (for example, vio-
lating the process rules for manufacturing products), do not accrue a right for the bonus in full. As a rule, they
are either not rewarded (in the event of a serious misconduct), or they are paid a premium in a smaller amount
than employees who have fulfilled both the indicators and the conditions for bonuses. An employee who has
not fulfilled the bonus conditions does not acquire the right to a bonus or does not acquire the right to a bonus
in the established (basic) amount.

Speaking about the bonus system, we should not forget about such an important point as bonus reduction.
Bonus reduction is a procedure for reducing the amount of an already earned premium.

The purpose of bonus reduction is to increase the labor, production and process discipline of employees.
Sanctions for violation of labor discipline can be contained either in the Regulation on bonuses, in the form of
an independent section “Bonus Reduction Procedure”, or regulated by an independent document (for example,
the “Regulation on the defect-free labor system”). Depending on the severity of the violation, the amount of
bonus reduction can be set from 15 % to 100 %.

Traditionally, within the economic sciences, which mainly develop this problem, incentives are divided
into material and moral ones. Such a separation of incentives, in our opinion, does not look quite correct. More
precisely, the whole set of applied incentives could be divided into economic associated with material incen-
tives for labor and non-economic associated with organizational, status and moral incentives (Oganesyanet al.,
2012). A non-economic labor incentive system is shown in Figure 2. Let us consider each element of the
proposed scheme in more detail.
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Non-economic work incentives

Organizational Status Moral
Y4 h .
flexible participation in recognition of
corporate | working overatin management possibility of career merits and
culture | conditions Ir)no desg of the selfrealization | development authority of the
organization worker
£ J\ b

Figure 2. Non-economic labor incentives
Note — drafted by the author based on the source: 10, 11

Organizational incentives of labor activity is a tool of organizational management that includes a system
of interrelated incentives that regulate employee behavior by increasing his/her job satisfaction in the organi-
zation and encouraging employees to creatively perform their functions aimed at implementation of the organ-
ization’s strategic goals (Artyuhova et al., 2015). We allocate four elements to organizational incentives meth-
ods:

1. Corporate culture is a corporate-wide value system that allows an employee to feel involved in an
important (reference) group of people, to receive recognition of his/her own professionalism from it. According
to Maslow — these tools help to fulfill the needs for acceptance and respect.

The tools of corporate culture include the following:

— organizational management structure;

— leadership style;

— clarity of function allocation;

— decision making mechanism;

— work standards;

— performance evaluation;

— internal and external communications;

— corporate style;

— corporate traditions and holidays;

— scientifically based selection, training and periodic certification of executives;

— recruitment of primary divisions, taking into account the psychological compatibility factor;

— applying social and psychological methods that contribute team members to develop the skills of effec-
tive mutual understanding and interaction;

— ways to resolve conflicts, etc.

2. Labor conditions are a complex objective social phenomenon that is formed in the labor process under
the influence of interrelated factors of a social and economic, technical, organizational and natural occurrence
and affecting human health, performance, his attitude to work and the degree of job satisfaction, and labor
productivity and other economic performance, on living standards and the all-round personal development as
the main production forces of society (Buhalkov, 2016).

According to Maslow’s theory of motivation (Agafonova et al., 2017), the tools of this group primarily
satisfy physiological needs.

This group of tools includes everything that anyhow provides employees with comfortable work:

— work place;

— sanitary and hygienic conditions (temperature, light, the content of harmful substances in the air, wind
speed, dust, humidity, etc;

— workplace equipment;

— provision of workwear and safety footwear;

— transportation services;

— provision of mobile communications;

— catering;

— medical service;
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— sports, etc.

3. Flexible modes of operation. The necessary elements of the flexible working hours basically are
(Lobanova, 2015) variable (flexible) hours at the beginning and end of the working day (shift), within which
the employee has the right to start and finish work at his discretion; fixed hours — the hours required to stay
at work for all employees in accordance with the flexible working hours. Thus, the working day in the appli-
cation of flexible working hours is conditionally divided into 3 parts: two flexible time intervals — at the
beginning and end of the working day and a fixed interval between them, divided, in turn, also into two parts
by a lunch break.

The authors of the article identified two main options for a flexible working time system:

— with the obligatory observance by employees of the fixed working hours. With this option, employees
who come to work later must work out the due time on the same day;

— with the obligatory observance of the weekly or monthly fund of working hours. In this case, employees
can transfer the difference between the hours worked and the hours required from one day to another or from
one week to another during the same month.

With help of the working schedule, some social problems can be solved, in particular:

— reduced labor market strains (for example, the spread of flexible working hours for working women by
organizations will allow them to successfully combine motherhood and career, thereby stimulating birthrate);

— chronic fatigue, lack of sleep and stressful situations were eliminated (for example, when developing
and implementing advanced labor management techniques ensuring adequate rest for workers and employees
who perform work duties in shift working hours, as well as in irregular working hours), etc.

The disadvantages of using this working hours are:

— not suitable for all employees, because it requires a great concentration, responsibility and self-control
for an employee;

— such work creates some isolation of people, since working relationships play an important role in the
social relations of society;

— with the mixed working hours (some employees work according to a flexible schedule, and the rest —
according to standard conditions), envy and ill will to each other may arise;

— additional costs from employers for the introduction of additional control and accounting of working
time and labor remuneration to such employees;

— a negative impact on the career growth of employees performing their duties in the flexible working
hours.

4. Participation in organization management. Knowing the labor motivation structure of employees, it is
possible to more accurately predict which forms of incentives will be most effective for one or another category
of staff of the organization. One of the most promising forms of employees’ group behavior, leading to an
increase in the performance of the collective work and the achievement of its goals, is participative manage-
ment, which is also one of the employee incentives methods

The International Institute for Labor Studies describes participative management as a process in which
employees and other categories of personnel have the right to make management decisions within an enter-
prise, with the elements of participative management being considered as a condition for a full implementation
of employees’ labor potential within the concept of quality of working life (Potudanskaya et al., 2016)

Participative management can also be viewed as remuneration programs seeking to increase internal mo-
tivation and interest of employees in the labor process by expanding their authority in the activities of the
company. Unlike most remuneration systems based on the individual contribution of employees, the partici-
pative management is based on the recognition of the mutual interests of all members of the firm, which helps
to integrate these interests and increase the interest of employees in performance.

Thus, the participative management structure provides for more active participation of employees in de-
cision making, primarily within their area of responsibility, increases employee motivation, increasing respon-
sibility for their performance, reduces the possibility of labor conflicts, eliminating many organizational and
managerial reasons (Surkova, 2017).

Status labor incentives is focused on professional growth, increasing the authority in the team. These are
promises to the employee of more interesting (profitable) work, increasing his/her social value in his/her own
eyes or the eyes of those around him/her, which actually influence the change of status, and hence, the receipt
of additional material benefits. The influence of these incentives is most noticeable not at the time of presen-
tation of another job, position, but at the stage of waiting, when a person mobilizes his/her internal reserves in
order to get what he/she wants, to move to these new positions (jobs, posts). This group includes everything
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that gives company employees the opportunity for career growth, develop, achieve significant goals for them-
selves. According to Maslow — these tools contribute to the fulfillment of the need for self-fulfillment:

— professional development;

— career development;

— possibility to make decisions;

— internship and training;

— innovation incentives.

Moral stimulation of labor activity is aimed at regulating the employee’s behavior on the basis of objects
and phenomena reflecting public recognition, increasing the employee’s prestige.

Incentives of this kind triggers motivation, based on the fulfillment of the need to express appreciation
and be recognized. The essence of regulation is the transfer and dissemination of information about the labor
performance, achievements in it and the merits of the employee to the team or organization as a whole.

Instruments of moral incentives for staff (Pritvorova et al., 2018).

— systematical informing the staff about the state of affairs in the organization (extended meetings, meet-
ings of the work team, presentations of successful projects, organized internal PR, targeted ideological work,
local corporate media, corporate identity, etc.;

— organization of corporate events (professional competitions, master classes, labor competitions, corpo-
rate events, newsworthy events, team building events, etc.);

— official recognition of merit (presentation to state, professional and public awards, awarding honored
employees with certificates, diplomas, corporate awards, valuable gifts, vouchers, sums of money (status pre-
miums), mentioning at meetings, public events, honor roll), etc.).

Discussions

Thus, it should be noted that the path to effective personnel management lies through an understanding
of its motivation. Only by knowing what drives a person, what motivates him to act, what motives lie at the
basis of his behavior, an effective system of forms and methods for work collective management can be de-
veloped. To do this, you need to know how certain motives arise, how and by what kind of incentives, these
motives can be brought into action. In organizations where people closely interact with each other, the use of
incentives should take into account the needs and their satisfaction, the entrepreneurial spirit and interests of
the individual, and even the character and way of life. Then the incentives will be truly effective and personally
meaningful. This article highlights the principles of labor motivation, as well as the conditions under which
the labor motivation is formed or not formed. It was noted that changes in the socio-economic conditions of
the economy have a multi-sided, often contradictory effect not only on the nature and performance of work,
but also on its motivation. On the basis of the works of P. Drucker and A.N. Vashchenko, global modern trends
of changing labor motives and their transformation in the conditions of our country are revealed.

Conclusions

— In this article, a classification of factors influencing the formation of the labor incentive system was
proposed, which includes two groups: external (objectively existing and independent of the company’s man-
agement) and internal (formed and dependent on the enterprise management); and the influence of these factors
in the conditions of the Republic of Kazakhstan was considered.

— The main building principles of effective incentive system were also revealed in this studyits types were
also considered — economic and non-economic. The conclusion is made about the need to apply more flexible
approaches to determining the level of base wages, and the variable part of wages, the need to link wages with
the ultimate performance of both an individual employee and the entire structural division, and the enterprise
as a whole.

— Modern motivation theories were analyzed from the point of view of their impact on the efficiency of
the use of labor resources, as well as from the point of view of their use as a basis for the analysis of foreign
incentive systems for employees.

— It follows from the literature analysis that non-economic incentives play an increasing role in labor
incentives for employees, as it allows to satisfy not only their basic needs, but also the needs of higher levels
and create a favorable atmosphere in the workforce. This is achieved by expanding the participation of em-
ployees in enterprise management, using flexible working hours, creating a corporate-wide value system that
allows an employee to feel involved in an important group of people, to receive from recognition of his/her
own professionalism from it.
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A.A. Jlerocraesa, E.JI. OpsinOGacaposa, 7K. Baagumupos

Kaszipri sxarnaiina eH0eKTi bIHTAJAHABIPY Kyiieci

Annomauusn

Maxkcamer: xylieH] KelIeHAl Tannay >koHe Oarajiay HETi3iHZe Kasipri jkaraaiia eHOCKTI BIHTAIaHABIPY JKYHEeciH
KETUIIIpy OOMBIHIIA FRUTBIMU HET13/I€JITeH YCHIHBIMIAap bl 93ipJey.

O0ici: MaKasa ’kKa3FaHaa MbIHA 9JIiCTEp KOJIAHBUIFaH: FRUIBIMU Taj/ay, CHHTE3 JKOHE KYPBUIBIMJIBIK TaJay 9Jlic-
Tepi.

Kopvimuinovl: Ka3ipri ke3eHIe Kasipri 3aMaHFbl SKOHOMHKAHBIH KaJpJIbIK QJICYETi dJIeMIETi enaiH 0oceKenecTiK
apTHIKIIBIIBIKTAPbIHA OCEP €TETIH MaHBI3Bl CTPATETHSUIBIK (aKTOp OOJBIT TaOBUIATHIHBI AHBIKTAJIBL. 3epTTey
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OapbIChIHAA €HOEKTI BIHTAAHIBIPY JKYHECIH KaIBINTaCTRIpyFa acep eTeTiH dakropnap xikrendi. Kasipri skarmaiina mMo-
TUBAIMSIHBIH THIMJTI )KYHECIH KYPYAbIH HETI3r1 MPUHIUITEP] aHBIKTAIABI, OHBIH TYpJepi KapacThIPbLUIFaH, MOTHBAIIHSI-
HBIH Ka3ipri 3aMaHFbI TCOPUsIAPHI TAIAHFAH.

Tyorcoipvimoama: 3epTTey OapBICHIHIA aBTOPIAP Oa3albIK JKaTaKbl NCHTCHiH JKOHE KaJIaKbIHBIH ayBICIIalbl OOIIriH
aHBIKTayFa HEFYPJIBIM HKEM/II TOCUIACP Il KOJITaHy KaXKETTLIIT, )KaTaKbIHBI )KEeKeJIeTeH KbI3METKEP/IiH Je, COHai-ak oap-
JIBIK KYPBUTBIMJIBIK OOTIMINCHIH JIe, COHali-aK TyTacTail alFaHIa KOCIIOPBIHHBIH KBI3METIHIH TYIMKUTIKTI KOPCETKIIITe-
piMeH OaiaHBICTBIPY KQXKETTIrl Typajibl KOPBITBIH/ABI )KacalFaH.

EHOeKTi BIHTATAHIBIPY XKYHECIH KAIBIITACTHIPYFa 9Cep €TeTiH (aKTOpiap/Ibl KIKT€y YCHIHBUIIBI, OJT €Ki TONTaH
TYpPaIbl: CBIPTKBI (OOBEKTHBTI XKoHE KOCITOPHIH OACIIBUIBIFEIHAH TOYEJCi3) KoHE iMmIKi (KOCIMOphIH OacIIbUIBIFEIHAH Ka-
JIBITITACATBIH XKOHE TOYEITi ).

Kinm co30ep: 6ackapy, bIHTATIAHIBIPY, MOTHUBALINS, IKOHOMHKA, MEHEKMEHT, KbI3MET, JKYHe, KCIOPBIH, KbI3MET-
Kep, MpolLecc, eHOCKAKbI TOJIEY.

A.A. JleroctaeBa, E.JI. OpbinoacapoBa, 7K. Bnagumuposn

Cucrema CTUMYJIUPOBAHUA TPyAa B COBPEMEHHBIX YC/JI0BUAX

Annomauyus

I]env: pa3paboTka HaydHO OOOCHOBAHHBIX PEKOMEHIANUH IO COBEPIICHCTBOBAHUIO CUCTEMBI CTUMYJIHUPOBAHUS
TpyZla B COBPEMEHHBIX YCIOBHSIX HAa OCHOBE KOMIUIEKCHOTO aHaJIN3a U OIIEHKH CHCTEMBI.

MemoObvi: Ipy HANTUCAHUH CTATbHU MPUMEHSUIHCH CIEAYIONHNE METOJBI: METOBl HAYYHOTO aHaIW3a, CHHTE3a U
CTPYKTYPHOTO aHAJIHA3A.

Pesynvmamot: BBIABICHO, YTO B COBPEMEHHBIX YCIOBHAX KaJIpOBBIN MOTEHIIHAT COBPEMEHHOW SKOHOMUKH SIBIISI-
€TCSl BAOKHEUIIINM CTPATETHIECKUM (PaKTOPOM, BIUSIONIUM HAa KOHKYPEHTHBIC IPEUMYIIECTBA CTpaHbl B MUpe. B mpo-
Iecce UCCle0BaHus ObLTH KiIacCHPUIMPOBaHbl (DaKTOPHI, OKa3bIBAIOIINE BIUSHUE Ha ((OPMHUPOBAHUE CHCTEMBI CTUMY-
JUPOBAHUS TPYJA; BBIIBICHBI OCHOBHBIC MPHUHIIUIIBI MTOCTPOCHUS () (HEKTUBHOW CHCTEMBI MOTHBAIIMU B COBPEMCHHBIX
YCJOBHUSAX; pACCMOTPEHBI €€ BUbL; IPOAHATH3UPOBAHBI COBPEMEHHbIE TEOPUH MOTHBAIIUH.

Buigoowl: B mporiecce UccIeIOBaHUS aBTOPAMH 3aKJIIOYCH BBIBOJ O HCOOXOIUMOCTH TIPUMEHEHUS 0oiee THOKUX
MOJTXO/I0B K OIPEIICIICHUIO YPOBHS 0a30BOM 3apabOTHOMW IUIATHI U IEPEMEHHON YaCcTH 3apab0THOM IIIaThl, HEOOXOIUMO-
CTH YBSI3KH 3apabOTHOW TUIATHI C KOHCYHBIMHU TTOKA3aTEISIMU JIEATCIBHOCTH, KaK OTJCIFHOTO PaOOTHHKA, TAK M BCETO
CTPYKTYPHOTO MTOJIPa3ICICHUs, a TAKKE MPEIIPUATHS B 1ienoM. [Ipeanoxkena kiaccupukams (akTopoB, BIASIONINX Ha
(hopMHUpOBaHHE CHCTEMBI CTUMYJIMPOBAHUS TPY/Aa, BKIFOYAOIAs 1B TPYIIILI: BHEITHHE (0OBEKTUBHO CYIIECTBYIOIIHE
1 HE3aBHCHUMBIE OT PYKOBOJICTBA MPEANIPHUATHS) U BHyTpeHHHUE (POPMUpPYEMBIEC U 3aBUCUMBIE OT PYKOBOCTBA MPEATPH-
SITHSA).

Kniouegvie cnosa: ynpapieHue, CTUMYJIMPOBAHNE, MOTUBALIUS, YKOHOMHUKA, MEHEIKMEHT, JeITeIbHOCTh, CUC-
TeMa, MPENPHUITHE, TIEPCOHA, IPOIIECC, OIIaTa TPY/Ia.
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