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COOBITHH TPOILIOTO, MEHSAETCS MpU3Ma WX aHajdu3a W TOHWMaHus. Maes He3aBUCHUMOCTH H

HallMOHAJbHAsL TOPAOCTh, KOTOPbIE TPOBO3TIAIIAINCH U 3AIIUILIAIUCEH ABMKEHUEM «AJIall», CTAIU

OTHUMHM W3 BaXHEHITUX BOIMPOCOB HA CETOMHSIIHEH IMOBECTKE JHS 1O MOICPHM3AIUU TaMATH

MTOKOJICHUH, 110 ()OPMUPOBAHUIO UCTUHHOTO MATPHOTU3MA, IEMOKPATHH U CBOOOOTIO0USI.
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EFFECT OF ORGANIZATIONAL FACTORS ON EMPLOYEE MOTIVATION IN
EDUCATIONAL ORGANIZATIONS

Abstract: This paper discusses the factors on employee motivation in educational
organizations and examines the impact of external and internal stimuli on the process of motivation.
It describes how you must promote the efforts of teachers, in order to be effective. In article we
have found out that based on data on motives of the person, it is possible to increase overall
performance of the person, and also need of studying of motivation of activity of teachers is caused
by the fact that the motivation is one of methods of management of the personality. Studying of
dynamics of motivational climate as change of a ratio of favorable and negative characteristics,
emergence of new components, increase or decrease in degree of a dissatisfaction with separate
factors shows efficiency of motivational management is the greatest interest. The received results
have led to requirement of development of recommendations about increase of level of motivation
staff in the educational organizations.
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Introduction.Motivational climate of higher educational organizations— the integrated
characteristic consisting of the prevailing motives of work, their importance and level of
satisfaction. The motivational climate of university is shown in the prevailing relation of employees
to the professional activity (a spirit for work, initiative in acceptance on itself additional powers and
responsibility, aspiration to improvement of quality of work) and to higher educational
organizations in general (loyalty, maintenance of reputation and business image). [1, p. 45].

Need of studying of motivation of activity of teachers is caused by the fact that the
motivation is one of methods of management of the personality. And the task of the head of
educational organization - to use motivation as process of motivation of pedagogical collective to
activity for achievement and the personal purposes, and is more whole than the organization.

It is important to induce pedagogical workers to productive activity, creating all conditions
for satisfaction of their motivation.

Main part. Use of instruments of motivation in stimulation of workers of higher educational
organizations has the high importance and relevance for Kazakhstan. The higher school which is in
transformation conditions demands skillful impact on motives of teachers for teaching improvement
of quality. [2, p. 18]

In this regard, special relevance is acquired by the researches directed to detection of the
motivators promoting high degree of readiness of the worker to develop together with the
organization consciously to operate quality of the potential, to initiate positive changes in the
organizational environment.

Thus, the control system of Kazakhstan higher educational organizations doesn't allow to
realize potential opportunities in ensuring the advancing development of national economy owing to
a set of the objective and subjective reasons. And the directed work on increase of competence and
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motivation of work of teachers, improvement material bases of establishments of education is
necessary for wide use of the international experience, modern educational technologies and
information resources, improvement of educational programs for the solution of the developed
problems when releasing experts, introduction of the mechanisms of management stimulating
establishments including on formation of spiritual and moral values, skills of a healthy lifestyle,
civic consciousness and patriotism, responsibility and diligence of youth.

Domestic education needs worthy brands to compete internationally [3, p. 85].

Therefore, the best practice of management pays more and more attention to creation of the
environment "self-development and self-realization of the subject of management". It is about
various organizational innovations which directly focus the teacher on self-realization and self-
development, influence aspiration to make a personal contribution to the common cause of
educational organization and form long-term motivation to achievements in line with main
objectives and priorities.

The success of educational organization, the achieved considerable, and sometimes and
outstanding results is connected first of all with fundamental transformations of the intra
organizational environment: structural improvements, development of system of multilevel
leadership, various approaches to continuous training and motivation of teachers, creation of
effective corporate culture.

A. Krutova's research shows that the flexible organizational structure relying on leadership
at all levels, decentralization of management and internal management is an important factor of
influence on motivation of teachers.

I consider that it is necessary to build horizontal structure of decision-making, to force
people to think, make proposals, to undertake new functions — only then they will fully be
developed that will immediately affect results. [4, p. 45].

Most of researchers consider that today need for creation of special leader culture as
conditions of "cultivation" of new leaders has ripened. Leaders have an opportunity to influence
innovative behavior of employees in daily ways of business management (consultation, support,
recognition of an initiative, etc.). More and more organizations call leadership (Leadership
capabilities) of one of the leading competences of the effective or talented employee therefore
leaders can and have to be at all levels of educational organization.

Thus, system of multilevel leadership, being the integral component of work of teams and
groups, can accumulate different views and approaches, promoting development of new leaders. To
inspire all educational organization from top to down and harmonious work of three types of leaders
is necessary to receive positive feedback: leading head; leading managers; the leading activists from
ordinary employees supporting the main values and priorities of the educational organization.
Leadership, awakens emotions, feeds and inspires, maintains the necessary abilities, forms stories of
command and personal success, page 32 is height on which "it is necessary to jump up" [5].

The largest leaders of the present agree in opinion that the most important task of heads
consists in supporting the teachers in their development and to give them opportunities to realize the
dreams. Thus, effective leadership is capable to create at team motivation to achievement of
success, feeling of participation and an opportunity to control own life, working according to the
ideals.

So, the effective system of encouragement of successful ideas of teachers, timely return
reaction of the management to proposals of teachers motivates personnel to offer the of ideas and to
participate actively in various organizational undertakings. For this purpose in educational
organizations various channels for rationalization proposals are created, and heads learn to listen
and to react quickly to ideas of teachers [6, p. 63].

For example, at school programs of "fast improvement" are carried out. Participants of the
program are taken from different departments and for a week exempted from usual work for
studying and the analysis, and also search of ways of realization of a certain task problem.

Behind the special commission, but idea for the next program any teacher can offer a final
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decision. Such approach broadens the sphere of competence of employees, promotes manifestation
of an initiative of introduction of rationalization proposals with receiving effective feedback.

Abilities to a reflection, creativity, readiness for the movement, cogitative work become the
most important part of professional ability in modern conditions. That is the teacher has to
understand that its efficiency depends on depth and relevance of knowledge, a variety and sure
possession of the skills demanded by educational organization [7, p.20].

For research of system of motivation of educational organizations in Kazakhstan represents
to estimate her condition in general.

According to experience of the developed countries, existence from one to six higher
educational organizations per one million population of the country is guarantee of success of an
education system and the objective requirement of competitive economy.

In the republic as of 2014 126 higher educational organizations providing educational
services in programs of the higher and postgraduate education function, from them 44% are private
[4].

Characteristic problems of the higher education are corruption, low interest of students in
results of training, the high motivation of teachers to hide real results of tests. It is only small part of
problems on which the future of the country which permission are a strategic problem of the
Republic of Kazakhstan depends. [8, p.36].

Conclusion

Thus, I consider that formation of the internal organizational environment as "territories of
self-development", provides inclusion of teachers in most important tasks, creates confidence in an
opportunity to influence the made decisions, forms understanding of strategic vision of firm and its
key reference points, and is a factor, directly influencing long-term motivation of self-development
of pedagogical personnel.

Thus, the motivational climate includes both favorable, and negative characteristics.
Studying of dynamics of motivational climate as change of a ratio of favorable and negative
characteristics, emergence of new components, increase or decrease in degree of a dissatisfaction
with separate factors shows efficiency of motivational management is of the greatest interest [9, p.
11].

The received results have led to requirement of development of recommendations about
increase of level of motivation of staff of the educational organizations.

Among the main offers:

- change of material system of awarding for decrease in risk of corruption, increase of
interest of teachers in results of work;

- introduction of material awarding for objective results of training; toughening of control of
the facts of overestimate of estimates, granting students obviously results, etc.;

- change of the system of training in which the teacher seeks to provide knowledge, but not
to avoid punishment;

- mentoring of graduate students, young teachers by more skilled. In work with students
experts face quite often rejection by collective that often leads to dismissal. The system of
mentoring can change a situation radically;

- formation of opportunities for promotion, as in the administrative plan, and work with
teachers of increase of level of their knowledge (retraining, courses, seminars, etc.).

- increase of goodwill in collective due to carrying out intra high school actions (holidays,
evenings, etc.).
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BJIUAHUE OPTAHU3AIIMOHHBIX ®PAKTOPOB HA MOTUBALIUTIO
COTPYJIHUKOB B OPTAHU3ALIUAX OBPA3OBAHUSA

AnHoTanusi: B nmanHO# pabore paccmaTpuBaroTcs (akTOpbl MOTHBAIUUA COTPYIHHUKOB B
opranuzanusx obpasoBaHus. PaccmarpuBaercss BIMSHHE BHEIIHMX W BHYTPEHHHMX CTHMYJIOB Ha
Ipolriecc MOTUBAIUH NepcoHana. ONuckIBaeTCs TO, KaKk HE0OXO0AUMO CTUMYJIMPOBATH AEATEIbHOCTD
MearoroB, JJIsi TOro, 4ToObl oHa Obuta 3 dexkTuBHON. [IpH HMccieq0BaHUN MBI BBISICHHIIH, YTO
OCHOBBIBASICb Ha JAaHHBIX O MOTHMBAX 4YeEJOBEKAa, MOXXHO IOBBICUTH 3()(PEKTUBHOCTH pPabOTHI
YeJI0BEKa, a TaKkKe HEOOXOAUMOCTh U3YyUEHHsI MOTHBALIUU JEATEIbHOCTH IeIaroroB o0yciIoBJIeHA
T€M, YTO MOTHBALIUSA SIBJIETCS OJHUM M3 METO/O0B yIpaBJIeHUs JIUYHOCThIO. Hanbomnbimuii uHTEpec
NPEJCTaBIseT M3y4YeHHWE AMHAMUKMA MOTHBAI[MOHHOTO KIMMara, TaKk Kak HMMEHHO H3MEHEHHE
COOTHOILIEHUS OJIarONpHUATHBIX U HETaTUBHBIX XapaKTEPUCTHK, MOSIBIIEHHNE HOBBIX COCTAaBIIAIONINX,
HapacTaHWE WM CHUKEHUE CTENEHH HEeYyJOBJIETBOPEHHOCTH OTAEIbHBIMH (DaKTOpaMH MOKA3bIBAET
3G GEKTUBHOCT, MOTHBALIMOHHOTO MeEHEKMeHTa. llodmydyeHHbIe pe3ynbTaThl TMPUBENH K
NOTPeOHOCTH Pa3pabOTKH PEKOMEHAALMI MO MOBBIIEHUIO YPOBHS MOTHBALIMU COTPYIHHMKOB
00pa3oBaTeNbHBIX OpraHU3aALUH.

KiaueBble  ciaoBa:  mexaror, MOTHBalMsA, MNpodecCHOHAIbHAas  JEATENIBHOCTS,
caMOpa3BHUTHE, NEPCOHAJ, KOJUIEKTUB, OopraHu3anus, chepa oOpazoBaHus, JTUAEP, CAMOOOYUCHHE,
KOpIIOpaTHBHAA KYyJIbTYpa.

A. )KaﬁnayﬁaeBl
ICyﬂedMaH Jlemupen amvinoazer Yuueepcumem, Kackeney, Kazaxcman

BIJIIM BEPY ¥I‘/’II)IMI£API)IHI[A KBIBMETKEPJIEP YOXKXKJIEMECIHE 9CEP ETETIH
¥YUBIMJACTBIPYHIBUIBIK ®AKTOPJIAPBI

AnpaTma: byn  3epTrey OKY OpBIHIAPBIHAAFBl  KbI3SMETKEpJEepIi  BIHTATAHIBIPY
(dakTopiapblH KapacThIpanabl. Ke3MeTKepiepaiH MOTHBAIUSACHIH BIHTAJAHIBIPYABIH I1MIKI JKOHE
CBIPTKBI ocepuiepi 3epTreneni.OKy opbIHIAApBbIHIA, KBI3METKEPJIEPAiH THIMII OOTYBI YIIIiH, OJapbl
BIHTATAHIBIPY Kepek.Ochkl Makanaaa xeke 6ackapy ofictepiHiH 6ipi O01bIT TaOBUTATHIH MOTHBAIIHS
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ApKbUTB  KBI3METKEPJIIH THUIMIUIITIH apTTHIPBIN, MYFATIMACPAIH MOTHBALUICHIH 3€PTTEYIIH
KQXKETTLTIrH aHbIKTaAbIK.EH 0acThiChl MOTHMBAlMSUIBIK KIMMAaT JWHAMHMKACHIH 3€pTTey OOJBII
TaObUTabl. OWTKEHI, KOJAWIBI KOHE TepiC CHUIaTTaMajapblH ©3TepTy OalaHChl MEH JKEKe
(bakTopiapabIH JKaHAJaH Maiiga OoJFaH KaHaraTTaHOAy KOMIOHEHTTEPIHIH JOpEeXeCiHIH YIJIFarobl
HEMece a3alobl MOTUBALMSUIBIK OacKapy THIMIUIITIH kepceTei. JKoFapeiia atanrad HOTHXKENIEp OKY
OPBIHAAPBIHBIH KbI3METKEPJIEPIHIH MOTHBAIMS JEHIEHiH KakcapTy YLIIH YCBHIHBIMAAp 33ipiey
KaKETTUIITH TYBIHIATKBI3IbI.

Kiar ce3nep: OKbITYIIBI, MOTHUBAIIUS, KOCIOM KBI3MET, ©31H-031 JAMBITY, KbI3METKED, YIKbIM,
yHbIM, OUTIM cajiacel, TUAEP, YIUBIM MOJICHUETI

MPHTHU 04.61
H.A. AﬁTnMﬁeTl, JL.H. KacbimoBa'
1 Ynusepcumem um. C.[emupens, Kazaxcman, Kackenen

MOHUMTOPHUHI' MOTHUBOB BbIBOPA BY3A CPEIU CTYJAEHTOB 1 KYPCA
(PE3YJBbTATBHI CONUOJOI'NMYECKOI'O OITPOCA)

AnHoTtanusi: CoOLMONOTMYECKOE UCCICOBAHHE TI0 M3YyYEHUI0 MOTHBOB BEIOOpa
nepBokypcHukamu CJ1Y sBisercs penpe3eHTaTUBHBIM. [lomaBisroriee OOJBIIMHCTBO CTYACHTOB
BBIOpasii By3 camoctosTenbHO (78,3%). Haubonee pacnpocTpaHEHHBIMH OTBETaMH BBIOOpA By3a
CAY cranu: kadectBeHHOE oOpa3oBanue — 21%, Bocnutanue — 14,61%, no coBeTy poaurenei —
11,35%. HaubGonee rinaBHBIMH MCTOYHUKAMHU MPU NMPUHATUU PEIICHUS O BHIOOpE By3a: PEUTHHT U
OIICHKA BY3a, COIMabHbIe ceTH, odunnanbHbiii cat C/{Y, coBeTsl apy3eil, 3HaKOMBIX, POIUTEIIEH.

O0600mMB ¥ TMPOAHATU3UPOBAB MHEHHE CTYJIEHTOB, OBUTH MPEIJIOKEHBI MEpPBI s
MOBBIIIEHUS 3(PGEKTUBHOCTH M JOCTHXKEHUS MaKCHUMaJbHBIX pPe3yldbTaToB paboThl ¢
abuTypueHTaMu: YIy4IIuTh conepkanue caiita CY, xonkypc Ha Buaeoponuk o xuzau CIY,
chopMUPOBATh BOJIOHTEPCKHE TPYIIbI, BKJIIOYUTH B pEKJIaMy HWHTEPBBIO C YCIEUIHBIMU
BBINTYCKHUKAMU YHUBEPCUTETA, YIYUYIIUTh PaOOTy MapKETHHTOBOH CIY>KOBI, AETalbHO OMHUCAThH
CUCTEMY CKUJOK, ACHCTBYIOIIUX B YHUBEPCUTETE U T.1.

KiroueBble ciaoBa: MoTuBbl BbeIOOpa By3a, ucTouHWKH wuHpopmammu, cadt CIY,
BUJICOPOJIMK, BOJIOHTEPCKHE TPYIIbI, MAapKETUHIOBas CIyX0a, ycCIelIHble BBITYCKHUKH,
nepcnektuBsl CIY.

Commonorudeckass Hayka BO3HUKIA W3 TMOTPEOHOCTEH KAaMUTAIMCTHYECKOTO OOIIeCTBa,
PBIHOYHBIX OTHOILIEHMI, KOTJja TOBapHAasl MPOAYKIIUS BBIITYCKAETCA, U, CAMOE BaXKHOE, UMEET LIEHY U
CMBICTI TOJBKO TpU ydUeTe HWHTEPEeCOB, MHEHHI mMoTpeOuTeneil. B wHOM ciydae, Bech TPy,
MPOYKIIMS, BBITyCKaeMasi MOXKET ObITh MOTPAaYeHHOMN BITYCTYIO, MPEANpPUITHE CTaTh OAHKPOTOM.
CoumanucTuyeckoe MPOU3BOJACTBO, OCHOBAHHOE Ha MOHOIIOJIMM TOCYJapcTBa, HE 0C000
MHTEPECOBANIOCh HMHTEpPECaMd M MHEHHMSIMH TOTpeOuTesnell, T.e pealbHbIX TpaxkaaH, MMEIOLIUX
pa3zHooOpa3HbIe BKYCHI, MOTpeOHOCTH. [loaTOMY TIpH colpanu3Me ONmpoC MHCHHI TpaXKIaH Jeiancs,
B OCHOBHOM, [0 HJICOJIOTUYECKUM CcOOOpakeHUsM.B mocTroTanurapHblX rocyaapcTBax, Tam, I
MIPOUCXOUT CTAHOBJICHHE PHIHOYHBIX OTHOIICHHH, KOHKYPEHIIUS U CBOOOa BRIOOpa MoTpeduTenei
MMETh Ty WIH HHYI NPOAYKIUIO, YCIYI'y BO3HUKAIOT YCIOBHUS JUISl Pa3BUTHS COLMOJIOTMYECKUX
HCCIeA0BaHUHM MO U3YYEHUI0 MHEHHUM TpaXKJIaH MO TOMY HJIM MHOMY BOIIPOCY, B JAaHHOM CiIy4ae, 1o
mpo0JieMe MOTUBOB BBEIOOpA By3a aOUTYpUEHTAMM.

Kectkue 3aKOoHBI KOHKYPEHIIMM 3aCTaBIISIIOT BY3bl 3aHUMATHCS PEKJIAMOW, MHOXKECTBaMU
OpPraHMU3aIMOHHBIX MEPONPUITUN IS TOTO, YTOOBI IPUBJIEYD K ceOe aOUTYpPHUEHTOB.

N3HavanbHO AEMOKPATHUECKH OPTaHU30BAaHHBIE BY3bl, K YUCIY KOTOPHIX, HECOMHEHHO, OTHOCUTCS
u CIY, B cBoeil cTparerud W TEKYIIEH MOJUTHUKE BCErJa CUCTEMAaTUYECKH OPHUEHTHUPOBAHBI Ha
MHEHHE CTYACHTOB U PO(ECcCOPCKO-TIPENOIaBaTEIbCKOTO COCTaBa, 00CTYKUBAIOIIETO IIepCOHAIA.
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