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Main factors analysis of bank staff labor motivation

It is shownin this article that changes in modern business have led to an increase in the importance of the hu-
man factor, put staff management to the forefront in the system of management, determined the growth in the
importance of accounting for motivation, methods of labor incentives, including the content and working
conditions. The growing role of labor motivation as an element of the bank staff management process is con-
sidered. It is shown that a well-thought-out system of labor motivation is one of the most important factors
determining the success of an organization. The main factors of labor motivation of the bank staff are deter-
mined. It is highlighted that the growth of the quality of life of workers depends on the solution of social is-
sues. Information was received on the type of motivation, the expression of motives, the structure of value in-
terests, the level of satisfaction with the work of bank staff were determined. The main components of the
functioning of labor motivation are considered, on the basis of which you can develop practical recommenda-
tions for improving the staff management mechanisms of the bank. It was revealed that, in general, the bank
staff has a well-developed motivational structure. The materials of the study indicate the need for additional
adjustment of measures and adoption of measures aimed at increasing the motivation and stimulation of bank-
ing work. It was highlighted that when studying the state of the bank's staff management system, it is neces-
sary to use an integrated approach, including both the study of quantitative and qualitative indicators and so-
cial indicators. The necessity of applying an integrated approach that allows the bank to overcome crisis sit-
uations, survive in a tough competitive environment and improve the quality of the working life of its staff is
shown.

Keywords: staff management, bank staff, labor motivation, stimulation, job satisfaction, quality of working
life.

Introduction

Lately, changes occurring in modern business have led to an increase in the importance of the human
factor, have put staff management to the fore in the system of management, determined the growth in the
importance of accounting for motivation, methods of labor incentives, including the content and working
conditions. At present time, more than ever, in order to ensure business sustainability, the mobilization of
organizational resources of the bank is important. A well-designed system of labor motivation is one of the
most important factors determining the success of an organization [1-5].

The First President of the country N. Nazarbayevindicated the growing importance of the human factor
in modern conditions in his Message to the people of Kazakhstan «Growth of the welfare of Kazakhstanis:
increasing incomes and quality of life» (October 5, 2018), stressing that: «New technologies, robotization
and automation complicate labor requirements and the quality of human capital. A completely new
architecture of financial systems is being built... Today, global and local problems are intertwined. Under
these conditions, the development of the main wealth — a person becomes the answer to the challenges and
the key to the success of the state... It is necessary to change the approaches in work. «The well-being of
Kazakhstanis depends primarily on the steady growth of income and the quality of life» [6].

It has been defined that high motivation of staff is the most important condition for the success of any
organization. No organization can count on success if there is a lack of attitude of workers to work with high
returns, their interest in the final results of work and their desire to contribute to the achievement of goals.
Motivation is an internal process of conscious choice by a person of one or another type of behavior,
determined by the complex influence of external (stimuli) and internal (motives) factors. In the process of
formation of the motivation mechanism, social values, norms and rules of behavior are learned, specific
value orientations and attitudes in the field of labor are developed. As components of the functioning of the
motivation of labor activity, researchers refer to inclusiveness or non-involvement in labor activity, the
motivational core, job satisfaction and labor behavior [1; 335]. Motivation is «the process of achieving a
balance between the goals of a company and an employee in order to fully meet the needs of both» [7; 5].
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It is known that «the efficiency of the bank depends largely on the competent staff management and
qualified banking operations by employees. A bank can lose money resources and rich clients in the absence
of qualified staff, without building up professional potential» [8; 12].

Currently, along with economic efficiency, meaning the realization of the organization’s goals
(productivity, profitability, improving the quality of products, services, etc.) due to the economical use
of limited resources, they increasingly use the concept of «social efficiency». Social efficiency is
manifested in the degree of achievement of individual goals of employees and characterizes
the satisfaction of expectations, desires, needs and interests of employees (payment and content of work,
the possibility of personal self-realization, satisfaction with work, the socio-psychological climate in the
team, etc.) [9; 3].

S.V. Shekshnya stresses that «the effectiveness of the organization’s work as a whole is made up of the
efficient use of all organizational resources, including the potential of each employee» [10; 28].

Factors of labor motivation of bank employees A.V. Selyuk was divided into two large groups:
«External — working conditions, salary, status, prestige of the profession and place of work, work schedule,
relations with colleagues, quality of management control; creating an environment conducive to the
emergence of commitment to organizational goals, career advancement. External motivation factors have an
immediate and strong, but not necessarily lasting effect. Internal — achievement, recognition, responsibility,
freedom of action, the ability to realize themselves, as well as develop their skills and abilities, the content of
work. Intrinsic motivation is more prolonged, but in most cases it is less pronounced» [11; 5].

Satisfaction with work in general terms means an employee's assessment of the conditions in which the
labor process proceeds, mediated by the assessment of the level of realization of the expectations of the indi-
vidual carrying out the labor activity. Satisfaction can be presented at the emotional level (as pleasure from
work), at the behavioral level (as employee involvement in work) at a rational level (as the degree of compli-
ance of the parameters of the working environment with the expectations and aspirations of the worker). Job
satisfaction determines satisfaction with life and confidence in the future, i.e. is the basis of human social
well-being. Usually, a sharp decrease in life satisfaction is associated with a decrease in real incomes and the
devastation of the consumer market. Without denying the impact of these reasons, it should be noted that the
general growth of dissatisfaction with life is basically connected with the labor crisis, since labor is the main
component of human life. When analyzing the place of satisfaction in the mechanism of the functioning of
labor motivation, it was revealed that passion for work provokes an interest in self-realization of the individ-
ual in work, striving to develop and improve their potential, increases the openness of the individual to
communicate on vocational working grounds; on the basis of enthusiasm (incapacity) for work, inclusiveness
or non-inclusion in it, the motivational core of the individual is formed — the type of work motivation. The
first is a motivational type — workers are focused mainly on meaningful and socially significant work, the
second is mainly focused on wages and other non-labor values, the third is workers, in whose minds the sig-
nificance of various values is balanced; it is through satisfaction (its rational component) that the factors of
the working environment influence the motivation of labor activity; being the basis of the general moral and
psychological state of an employee, satisfaction accumulates the assessments of various aspects of the pro-
duction situation and, through feedback mechanisms, transmits them to the motivational core, increasing or
decreasing the significance of individual values and requirements [1; 392].

The content of the motivation of the individual is determined not only by the type of motivation, but al-
so by the structure of the practical requirements for work, wealth and the power of motivation. At the same
time, wealth of motivation is defined as the number and variety of needs and benefits that are significant for
an individual and are satisfied by his work activity. The strength of motivation is the total intensity of the
desire to satisfy significant needs. The level of power can be adopted to classify the latter into motives of
achievement and motives of conservation (avoidance). Achievement motivation is a source of increased ac-
tivity, the motivation of conservation maintains activity at a level that allows you to avoid sanctions associat-
ed with limiting or reducing the benefits obtained [1; 396].

The main results of the study

Currently, identifying the reasons forcing people to work with full force and in the interests of the or-
ganization, determining the level of job satisfaction of employees is one of the urgent tasks in the field of
management. Considering the above, we conducted a sociological study of labor motivation to identify the
type of motivation, the severity of motives, determine the structure of value orientations and interests, the
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level of satisfaction with the work of the staff of a Ust-Kamenogorsk city bank. The study was conducted by
the method of questioning, the main condition for the questioning was complete anonymity.

As a result of the research conducted on the type of respondents' motivation (A. Maslow's pyramid of
needs), it was found that secondary needs significantly prevail over primary ones, if secondary needs were
60.7 %, then primary needs account for only 39.3 % (Table 1). The tendency to increase of secondary needs
in the sequence «cashier-specialist-manager» has been revealed. The significant prevalence of secondary
needs can be explained by the relatively high level of education of the respondents, about 87 % of employees
have higher education.

Table 1
Distribution of respondents according to the needs of Maslow's pyramid, %

No. Type of needs Pyramid level number Total
1 | Secondary needs \Y

v 60,65
Uil
2 | Primary needs 1T

| 39,35

Note. Made by authors.

According to Kibanov A.Y. classification of motives, questions 1 and 2 of the subgroups characterize
the value orientation, and questions 3 and 4 of subgroups — the pragmatic orientation of the respondents
[1; 489]. It was found that the majority of workers (about 75 %) belong to the second type of motivation, i.e.
mainly focused on wages and status values (pragmatic orientation) (Table 2; Fig. 1). The results of the study
we obtained are consistent with the data of A.Y. Kibanov: «The majority of workers currently belong to the
type of motivation, the motivational core of which is based on high (in their understanding) wages
(the second type of motivation, workers, mainly focused on wages and status values). Their motives are
aimed at avoiding a reduction in the benefits obtained (preservation of them)» [1; 490].

Table 2
Distribution of respondents by orientation of orientation, %
Orientation direction Group of questions Total
Value orientation The content of the work
Public utility 25.04
Pragmatic orientation Salary
Employee status 74.96

Note. Made by authors.

As aresult of the study of the type of motivation according to Trifonenko V.V.classification of motives,
it was found that workers have approximately the same severity of motives with a slight predominance of
rationalistic motives (39 %), the share of social motives and self-realization motives are 30 % and 31 %, re-
spectively. At the same time, the leaders expressed the motives of self-realization (42 %), while the special-
ists and cashiers — rationalistic motives, 42 % m 45.3 % (Fig. 2).

It was revealed that a social motive (the labor mood of the team (75.6 %)) has a significant or very
significant motivating influence on workers;) and favorable working conditions (65 %)as a result of the
analysis of the influence of motivating factors on the labor activity of the respondents.Moreover,
if managers are motivated to have a maximal motivating influence on social motives
(moral encouragement, good relations with colleagues), then on specialists, along with social motives,
the maximum influence is exerted by rationalistic motives (good earnings). For cashiers, rationalistic
motives are characteristic (good earnings, social benefits and surcharges). Women, unlike men, are most
motivated by rationalistic motives (good earnings (79.4 %) and favorable working conditions (74.5 %)).
For men, the manifestation of social motives and self-actualization motives is characteristic. The presence
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of factors in women due to the action of rationalistic motives and motives associated with social and living
conditions of work also indicates in his research V.V. Trifonenko.

23,58

® Work Content

— I%E B Public Utility
B Labor payment
5,69 B Employee status

Figure 1. Distribution of respondents by type of motivation, %

49,27

Note. Made by authors.
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Note. Made by authors.
Figure 2. The distribution of respondents by the expression of motives, %

Analysis of the degree of influence of motivating factors on the labor activity of respondents depending
on gender, age, level of education and length of service revealed that a good or very significant motivating
effect on men is having good relationships with colleagues. Women, unlike men, have a substantial or very
significant motivating effect on good earnings (79.4 %). Workers with higher education have a significant or
very significant motivating influence on the working spirit of the team (75.7 %). Younger respondents (up to
29 years of age) have a significant or very significant motivating influence from good earnings (91.9 %),
after 30 years, factors such as good relations with colleagues and favorable working conditions begin to
motivate as much as possible. Persons over 50 years of age are most motivated by moral encouragement,
favorable working conditions and the working spirit of the team. Respondents who have worked for up to 5
years have a significant or very significant motivating effect on good earnings (93.2 %), with work
experience of over 5 years — favorable working conditions (84.6 %), and with work experience over 10
years the influence of this factor increases to 95.2 %.

Respondents selected 3 of the most significant factorsAmong the factors impeding full-impact work.
The first place in the rank was taken by the «hard work» factor (89.4 %), the second place was «the lack of
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prospects for professional and job growth» (67.5 %) and the third place was «there is no connection between
the wage rate and the results of work, my qualifications and professionalism» (54.5 %). The results indicate
the need to take into account these factors when organizing the work of bank staff.

It was found that 25.2 % of employees answered that «yes, often» feel negative mental states associated
with work, while such a positive response was noted mainly among cashiers (47.1 %), possibly due to the
specifics of their activities. Among the 3 negative factors encountered during work, 84.5 % of respondents
indicated «long work at the computer», followed by «monotony and monotony of work» (65 %) and «uneven
workload during the working day (month, year)» (55.3 %). The results indicate the existing shortcomings in
the organization of labor and the need to take measures for the organization and maintenance of labor.

It is known that «the most obvious psychological result of labor motivation is job satisfaction, we have
studied the general job satisfaction and the level of satisfaction with various parties of labor. As a result of
the study, it was revealed that 79.7 % of respondents are fully satisfied with their work (Fig. 3). About 9 %
of respondents are not completely satisfied with the work. 4.9 % of respondents indicated that they are not
satisfied with their work, and 6.5 % found it difficult to answer this question. There is a tendency to increase
job satisfaction in the sequence of «cashier-specialist-manager».

6,5

4,9

EYes
B Not exactly

No

Note. Made by authors.
Figure 3. The structure of job satisfaction of bank staff, %

The majority of respondents (86.2 %) are satisfied or rather satisfied with their workon the general job
satisfaction scale. Revealed a tendency to increase job satisfaction in the sequence of «cashier-specialist-
supervisor». The analysis of respondents' satisfaction with various aspects of work activity showed that
91.1 % of respondents are satisfied with the moral and psychological climate in the team. Only 68.3 % of
respondents are satisfied with the salary. 42.3 % of employees do not satisfy the level of social benefits and
payments. Almost 31 % of respondents are not satisfied with the opportunities for career growth. 30 % of
employees are not satisfied with the advanced training opportunities. Depending on age, young people are
more satisfied with their work than their colleagues over 40 years old. It has been established that male
workers are more satisfied with their work. Compared to men, women make more demands on the level of
social benefits and payments (48 %) and the attitude of the administration to the needs of workers (32.4 %).

An analysis of the degree of satisfaction of needs, requests and expectations of respondents showed that
about 87 % of employees were satisfied, their degree of satisfaction was in the range of 21-32 points, which
is rated as «satisfied», and on a five-point scale it corresponds to an estimate of «4». A tendency towards an
increase in satisfaction in the sequence «cashier — specialist — manager» was revealed, which corresponds
to 79.4 %, 88.4 % and 95 %. The average score of respondents was 28 points. Compared to women, men are
more satisfied with the needs, demands and expectations, their average score was 26.9 points versus 28.2
points for women (Fig. 4).
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Note. Made by authors.
Figure 4. Average score of satisfaction of needs, requests and expectations of respondents

Conclusion

Thus, the results of the study allowed us to obtain information about the type of labor motivation, the
severity of motives, the structure of value orientations and interests, the level of satisfaction with the work of
bank staff. It was revealed that, in general, the bank staff has a well-developed motivational structure. The
degree of satisfaction of their needs, requests and expectations corresponds to the «satisfied» or «4» rating
(on a five-point scale).

The studymaterials indicate the need for additional adjustment of measures and adoption of measures
aimed at increasing the motivation and stimulation of banking work. It is necessary to use an integrated ap-
proach, including both the study of quantitative and qualitative indicators, and social indicatorswhen study-
ing the state of the bank's staff management system. The use of such an integrated approach will allow the
bank to overcome crisis situations, survive in the conditions of a tough competitive environment and im-
prove the quality of the working life of its staff. The main factors of labor motivation are identified, on the
basis of which practical recommendations can be developed for improving bank staff management mecha-
nisms. Timely solution of social issues will lead not only to improving the well-being of employees, but also
to improving the quality of his life.
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J.H. Omapxan, I'.A. KononssinoBa, ['.I1I. Mmkuauna, bepun 3upkiep

Bbank KbI3MeTKepJIepiHiH eH0eK yJ:KIeMecCiHiH Heri3ri GakTopaapbIH Taaaay

Makanana Kasipri OusHecTe OOJNBIN KaTKaH e3repictep amaM (haKTOPHIHBIH MAaHBI3IBUIBIFBIHBIH OCKEHI,
KbI3MeTKepiepli Oackapynsl 0ackapy KbI3METi KYHeCiHIeri ajIbIHFBI JKOCHAapFa YCHIHFaHBI KOPCETIIreH,
eHOeKTI BIHTATAHIBIPY OICTepiH, OHBIH IMIiHAE Ma3MyHBI MEH EHOEK JKarJaijapblH Koca anraHja,
YOXKIEMEHEHI ecelke alyIblH MaHBI3IBUIBIFEl aHBIKTAIFaH. BaHK KeI3MeTkepiepiH Oackapy IIpOIECiHiH
JNIeMEHTI peTiHAe eHOeK yaXIeMeCiHIH ©cCy peji KapacThipbUiabl. EHOEK yoXaeMeciHiH KaKChl
OWNACTBIPBIIFAH JKYHeci YHBIMHBIH TaOBICTBUIBIFBIH AHBIKTAHTBIH MaHbI3IbI (akTopiaapiasiH Oipi GOJbII
tTabbutazipl.  BaHK  KbI3METKepJepiHiH eHOeK  YOKAEMECiHiH Heri3ri  (akTopiaapbl  aHBIKTAJJbI.
KpI3MeTkepiepain eMip cypy camachlHBIH 6Cyi 9lIeyMeTTIK Macenenep i merryre Oaimansictel. MoTHBaLuUs
TYpi, YOXKIEpIiH afKbIHIBUIBIFBI Typajbl akKmapaT aiblHIbl, Oaranbl MYAIENEpAiH KYpbUIbIMBI, OaHK
KbI3METKEpJIepiHiH JKYMBIChIHA KaHAFaTTaHy JEHreili Typasbl akmapar aiblHABL. BaHK KbI3METKepJepiH
Oackapy TeTIKTepiH eTuIipy OOHBIHIIA MPaKTUKAIBIK YCHIHBICTAp 93ipiieyre 00IaThIH eHOeK YoXKIeMEeCiHIH
HETi3ri KOMITOHEHTTepi Kapaiasl. JKaimbl OaHK KbI3METKEPIJIEPiHIH JKETKUTIKTI JaMbIFaH MOTHBAIIUSIIBIK
KYPBUIBIMBI 0ap ekeHi aHbIKTainabl. JKyprisiireH 3eprrey marepHangapbl 0aHK eHOCTiHiH yakaeMmeci MeH
BIHTAJAHJBIPBUTYBIH apTThIPYFa OaFbITTANFaH ic-IIapasapibl KOCHIMIIA TY3eTy KOHE Iapaiap KaOwbuiiay
KaXETTUTIriH KepceTeni. baHk Kpl3MeTKepiepiH Oackapy »KyHeciHiH jkai-KyiliH 3epaeney Ke3iHAe CaHIbIK,
camanblK KOpCeTKIiIITep/i, COHIai-aK dIeyMETTIK KOPCETKILITepAi 3epAeieyai KAaMTUTBIH KeIIeHIi Tociii
nmalganaHy KaxeT. baHkke IarmapbICTHIK JKarJaiiapibl eHcepyre, KaTaH 0oceKeNecTiK opTa skarmaibIHaa
eMIp Cypyre >oHE ©3 NEepCOHAIBIHBIH €HOEK OMIpiHIH calachlH apTTBIpYFa MYMKIHAIK OepeTiH KemeHI
TOCLI/I KOJIaHy KKETTUIITT KepCeTire .

Kinm co30ep: xp13MeTkepnepai Oackapy, OaHK KbI3METKepiepi, ESHOEKMOTHBALMSCH], bIHTAJIaHABIPY,
eHOCKIICH KaHaFaTTaHy, eHOEK eMipiHiH carachl.

J.H. Omapxan, I'.A. Kononssnosa, I'.I1I. Mmknnuna, bepun 3upkiep

AHaJIN3 OCHOBHBIX (PAKTOPOB TPY/I0BOil MOTHBALUN OAHKOBCKOI'0 NEPCOHAJIA

B craTbe nmokazaHo, 4TO U3MEHEHHsI, TPOUCXOISIINE B COBDEMEHHOM OHM3HECE, IPUBEIH K POCTY 3HAYUMOCTH
YyeJIoBeYecKoro (hakTopa, BHIABUHYIM YIpaBICHHE MEPCOHAIOM Ha MEPEIHUH IIaH B CHCTEME yIpaBleHYe-
CKOHM JIeATENbHOCTH, OMPEAEIMIN POCT 3HAUYEHHS yueTa MOTHUBALUM, METOJOB CTHMYIUPOBaHMS TPYAa,
BKIJTIOYAIONIUX COJEp KaHUE U yCIOBHA Tpyda. PaccMoTpeHa Bo3pacTarommasi pojib MOTHBAIMU TPyJAa Kak 3ie-
MEHTa IIpollecca yIpaBlieHns] 0aHKOBCKUM mepcoHanoM. [TokazaHo, 4To XOpoIIo MpogyMaHHAsl CHCTEMa MO-
THUBAIMU TPYZA SBISETCS OJHUM M3 BXKHEHIINX (haKTOPOB, OIPEEIIONNX YCHEMHOCTh oprann3anuy. On-
peneneHsl OCHOBHEBIE (haKTOPHI TPYAOBOH MOTHBALUM IepcoHaia OaHka. BergeneHo, 9To OT pelleHns comu-
QIBHBIX BOIPOCOB 3aBUCHT POCT KauecTBa KU3HM paboTHHKOB. [lomydena mHpopManus o THIIE MOTHBAIIHY,
BBIP2)KEHHOCTH MOTHBOB, OIIPE/IENICHbI CTPYKTYpa IIEHHOCTHBIX MHTEPECOB U YPOBEHb YJOBIECTBOPEHHOCTH
TPyAOM OaHKOBCKOTO IepcoHana. PaccMOTPEHbI OCHOBHBIE KOMIIOHEHTH! ()YHKIIMOHUPOBAHUS TPYIOBOH MO-
THBAIMH, HA OCHOBE KOTOPOIl MOXHO pa3paboTaTh NMPAaKTHYECKHE PEKOMEHIAIMN MO COBEPIIEHCTBOBAHUIO
MEXaHH3MOB YIIPABICHUS MEPCOHANOM OaHKa. BhIsBIIEHO, UTO, B 11€10M, OaHKOBCKHI MepcoHanT UMeeT JI0cC-
TaTOYHO Pa3BHUTYI0 MOTHBALMOHHYIO CTPYKTYpy. MaTepuaisl IPOBEICHHOTO HCCIEOBaHUS YKa3bIBAIOT HA
HEOOXOUMOCTE JJOIOJHUTEIHHOH KOPPEKTHPOBKH MEPONPHUSITUH M MPUHATHS Mep, HAllPaBJICHHBIX Ha IO-
BEIIIIEHHE MOTHBAIMU U CTHEMYJIMpOBaHHE OaHKOBCKOrO Tpynaa. OTMEYeHO, U4TO NPH H3YYEHUH COCTOSHHS
CHCTEMBI YIpaBICHUS 0aHKOBCKUM IEPCOHAIIOM HEOOXOANMO HCIOJIB30BaTh KOMIUIEKCHBIM MOJXOJ, BKIIIO-
YaIOMUH KaK U3y4eHHe KOJINYECTBEHHBIX, KaUeCTBEHHBIX MOKa3aTelel, Tak U coluanbHbIX. [loka3aHa Heob-
XOAUMOCTh TIPUMEHEHUS] KOMITJIEKCHOTO T0JIX0/1a, MO3BOJIAIOIIETr0 OaHKy MPEoa0IeTh KPU3UCHBIE CUTYALHH,
BBDKUTD B YCIIOBUSIX )KECTKOW KOHKYPEHTHOH Cpeibl M TIOBBICUTH Ka4eCTBO TPYAOBOI KU3HU CBOETO Mepco-
Haja.

Knrouesvie crnosa: yrpaBJICHUE TIEPCOHAIOM, OaHKOBCKHH NepcoHajl, MOTHUBaAUA TpyAa, CTUMYJIHMPOBAHUE,
YAOBJIETBOPEHHOCTL TPYAOM, Ka4€CTBO pr[[OBOﬁ JKU3HHU.
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