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Abstract

This thesis is about motivation and satisfaction of employee in workplace. Nowadays
it’s a lot of factors can affect to the motivation of employee and their satisfaction with
work. Sothe aim for this thesis is to determine the factors that affect to motivation
and satisfaction of employee at work place, in case of Almaty. The aim is going to be
achieved by exploring literature about motivation and satisfaction, how they affect to
organizations, what factors can affect to them and so on.

Key words: Motivation, satisfaction, HRM, functions of motivation, functions of

satisfaction, relationship between motivation and satisfaction.



AHHOTauus

OTOT TE3UC 0 MOTHBAIHK U yIOBIETBOPEHHOCTH paGOTHUKA Ha paGoyeM Mecte. B
HaCTOsILEe BpEMs HAa MOTHBALIUIO COTPYIHHKOB U UX YIOBJIETBOPEHHOCT paboToif
MOJXKET BIIMATE MHOXXECTBO (hakTopoB. TaxuM 06pa3oM, LebI0 JaHHON AUCcCepTaiui
SIBIIAETCS ONpe/ieIeHIE HaKTOPOB, BIMAOMIMX HAa MOTHBALIMIO U YIOBJIETBOPEHHOCTS
paboTHuKa Ha paGouem MecTe, B cirydae ¢ Aimarsl. Liens Gyaer JocTHrHyTa IyTeM
M3y4€HMs JINTEPATYPHI O MOTHUBALIMU M YAOBIETBOPEHHOCTH, O TOM, KaK OHH BIHSIOT
Ha OpraHu3aIuu, Kakue GakTopsl MOTYT MOBJIMATEL HA HUX U Tak Jajee.

Kaouesble ciioBa: MoTHBalys, yI0BIETBOPEHHOCTS, YIIPABICHHAE YETOBEYECKIMH
pecypcamu, QyHKIHHA MOTUBALHUI, QYHKUHUH yAOBIETBOPEHHOCTH, OTHOLICHHS

MCXOY MOTHBaLUEH u YAOBJIETBOPCHHUEM.



AHHOTaUUA

By Te31C >KYMBICOPHBIHAA MOTHBALIHUS
JKOHEKBI3METKEPJIEPIiHKAaHAFaTTaHybITYPaIBIO0BIIOTHIP.
KasipriyakpiTrakenteren)akTopaapKeI3MeTKepIepAiHBIH TaIaH ABIPY BIHAKIHENYMBIC
KaKaHaraTTaHIBIpyFaacepeTyiMyMkiH. Ochlnaiilia,
AHCCEPTALHAIBIKKYMBICTEIHMAKCATEl AJTMaTEI
KaJ1aCbIHAAFBI)KYMBICOPHBIH IAFbIKBI3METKEP AiBIHTANIAH IBIPYFaXKOHEKAHAFATTAHABIPY
FascepeTeTiHpaKTOpJIapAbIaHBIKTay 00BN Ta0BLTA AL

MakcatThIbIHTaIaH ABIPYKOHEKaHAFaTTaHy TypabloAe6ueTTep i,
onapnblwﬁberaKanaﬁacepeTeTiﬁiH, KaHaai pakTopiapacepeTyiMyMKiHKOHET.6.
apKbUIbI aHBIKTAY.

Tyitinai cesnep: MoTuBanus, KaHaraTTaHy, afiaM peCypCTaphiH 6acKkapy, MOTHBaLMs
GyHKUMAIAph], KAHAFATTaHY (QYHKUUANAPH], BIHTAJAHABIPY MEH KaHaraTTaHy

apaceIHAarkl OaiiaHsIC.
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Introduction

Nowadays, in the states of the development of new financial instruments arranged
towards a market economy, endeavors of different nations are looked with the need to
work in another manner, considering the laws and necessities of the market, acing
another sort of monetary conduct, adjusting all parts of creation to the evolving
circumstance. In this association, the commitment of every -worker to the last
aftereffects of the endeavor's movement increases. Therefore, one of the main tasks
for enterprises of various forms of ownership is the search for effective ways of
managing labor, ensuring the actlvatlon of the human factor.
For the current market, one of the factors for successful economic development is an
effective system of labor motivation, which is a reflection of the external
environment in which human needs, interests and values are formed. Market relations
fill these categories with completely new content.
The relevance of this topic is due to the need to create a mechanism of motivation
that is adequate to the changing conditions, which is a decisive causal factor in the
effectivenessof people’s activities in any organization.
A Research objectives
To examine the main factors that determines motivation and satisfaction of staff and
employee in the organization;
Research questions
To determine the factors that affects to motivation and satisfaction in Almaty.
Hypothesis

H/1: Work environment and salary largely determines the motivation and satisfaction

of personnel with work in the organization.



Literature review

The concept of motivation as a management function.
One of the most important management issues is to ensure the proper motivation of
staff for their daily work activities. Effective management of a person is associated
with his motivation, since it is he who acts as the immediate cause of his behavior.
Building up an arrangement of successful structures and ‘techniques for overseeing
workers is conceivable just by realizing what drives an individual, what propels him
to act, what thought processes lie at the premise of his conduct in an organization.
That is why the problem of motivation is a mandatory component of the work of any
modern manager. Motivation is the process of encouraging a person to a certain
activity in order to achieve personal goals and the goals of an organization with the
help of intrapersonal and external factors[Adair D., 2007].
The essence of the motivation function is to ensure that the orgamzatlon s staff
performs its work in accordance with the rights and duties delegated to it, i
accordance with management decisions. Since the motivation of staff affects
productivity, one of the main tasks of the manager is to direct the efforts of
employees to achieve the goals of the organization.
Currently, effective personnel management is one of the most important tasks for any
organization. Employees of the organization, their knowledge, skills and experience,
perhaps the most important source of increasing efficiency and reducing the costs of
the organization. Wage systems based on staff competence, quality and timeliness of
tasks performed by employees are necessary for the development of an orgamzatlon
in a highly competitive environment. All human movement because of genuine
needs. Individuals will in general either accomplish or abstain from something. In the

limited feeling of "motivated activity" - it is free, because of inward driving forces,

human activities went for accomplishing objectives, the acknowledgment of interests

[Andreeva, 2007].



In a motivated activity, the employee himself determines the measure of actions
depending on internal motives and environmental conditions. Labor motivation is an
employee's desire to satisfy needs (to get certain benefits) through work. The
structure of labor motivation includes: the need that the employee wants to satisfy; a
blessing that can satisfy this need; labor action necessary to obtain benefits; price -
the costs of material and moral nature associated with the implementation of labor
action. For the formation of work motivation, the nature of the labor norms and
values assimilated by an individuél give the meaning to all further work activities that
determine the lifestyle. [Alekseenko L., 2002] A person enters a professional labor
activity with an already formed value consciousness. He knows what interests he
would like to realize through labor. The real production environment makes it
transform value orientations, "land" them. This is the way to form the second,
practical layer of the labor consciousness, due, on the one hand, to the value
orientations of the individual, and on the other, to the specific circumstances of the
professional working life. The practical requirements for work determine a specific
motivation, which, unlike the value consciousness, which determines the meaning
and perspective goals of labor activity, predetermines mainly the choice of ways and
means of their realization [Daft R., 2007]. Labor motivation is the most important
factor in work performance, and as such it forms the basis of the employee’s labor
potential, i.e. the entire set of properties affecting production activities. Labor
potential consists of the psycho-physiological potential (abilities and inclinations of a
person, his health, performance, endurance, type of nervous system) and personal
(motivational) potential. Motivational potential plays the role of a trigger mechanism,
which determines what abilities and to what degree an employee will develop and use
in the process of labor activity. Motivation is the process of creating such conditions
governing labor relations, in which the employee has the need to work selflessly, as
this is the only way for him to achieve his optimum in meeting his needs. Motivation
is the process of linking company goals and employee goals to best meet the needs of

both, the process of encouraging oneself and others to act to achieve common goals.
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Motivation is the creation of conditions for identifying the interests of an
organization and an employee, under which that which is beneficial and necessary for
one becomes just as necessary and beneficial for the other [Kibanovai A., 2006].
There are various ways of motivation, of which the following can be distinguished:

* Regulatory motivation - a person’s motivation to a particular behavior through
ideological and psychological impact: beliefs, suggestions, information,
psychological contamination, and the like; ‘ '

e Forced motivation - based on the use of power and the threat of deterioration in
meeting the needs of the employee in the event that he fails to comply with the
relevant requirements;

e Stimulation - the impact is not directly on the person, but on external
circumstances with the help of benefits - incentives that induce the employee to
a certain behavior.

The main objectives of motivation are the following [Belousova, E., 2003]:

1) Formation of each employee’s understanding of the essence and meaning of
motivation in the labor process;

2) Training of personnel and management staff in the psychological basics of in-
company communication;

3) Forming each manager of a democratic approach to personnel management
using modern methods of motivation [Weinstein L., 2008].

To solve these problems, various methods of motivation are used. Considered as a
process of motivation, it can theoretically be presented in the form of six stages
following one after the other [Kapustin A., 2003]:

e The emergence of needs;

e Finding ways to eliminate the need;

¢ Definition of goals (directions) of action;

e The implementation of the action;

e Remuneration for the implementation of the action;

¢ Elimination of the need.

11



There are also four main methods of motivation:

1.
2.

Coercion - based on the fear of dismissal, punishment.

Remuneration - did as frameworks of material and non-material motivating

forces.

. Solidarity is acknowledged through the arrangement of faculty esteems and

objectives that are close or harmonizing with the qualities and objectives of the
association, and is completed with the assistance of influence, instruction,
preparing and making a positive working atmosphere.

Adaptation - includes impacting the objectives and destinations of the
association by mostly adjusting them to the objectives of top and center
directors. This sort of inspiration requires the exchange of power to the lower
Jevels, and it turns into an inside rationale joining the objectives of the

administration and staff of the association [Solomanidina T., 2009].

As for the personnel management service in the field of labor motivation, its main

functions are as follows:

management of motivation and stimulation of labor behavior;
rationing and tariffing of the labor process;

development of wage systems;

development of forms of staff participation in profits and capital;
development of forms of moral incentives for staff;

regulatory organization

methodological support of the personnel management system [Pudenko P.,

2007].

In this way, for work force the board based on motivation, such essentials are

required as recognizing the aptitudes and interests of the worker, considering his own

and expert capacities, distinguishing persuasive chances and options in the group and

for a particular individual. It is important to utilize the individual objectives of the

members in th

e work procedure and the objectives of the organization.

12



The main links of the staff motivation mechanism.

Motives exist in a systemic interaction with other psychological phenomena, forming

a complex mechanism of motivation. The positive result of the chosen form of
activity (satisfaction of need) is deposited in the memory of a person and causes him -
to act in the same way in a similar situation. On the other hand, a negative result leads

to the fact that in the future a person seeks to avoid activities that lead to insufficient

satisfaction or lack of satisfaction in general. This cycle is constantly present and

repeated in the life of each person about meeting any of his needs, called the law of
the result. The initial element of the mechanism is the need, which expresses the need

for certain material, cultural benefits, social and spiritual values. In psychology, a

need is a special mental state of an individual, reflecting a discrepancy between his

internal and external conditions of activity, which is the cause of a person’s

awareness of emotional tension or dissatisfaction, influencing the formation of
internal motives of his activity [Pudenko P., 2007].

Claims and expectations act as real manifestations of need correlated with the

environment. They are the next after need link in the mechanism of motivation.

Claims are a habitual, determining human behavior level of satisfaction of needs.

The concept of “motive” occupies a central place in the theory of motivation. Motive

is a phenomenon of consciousness, it is an impulse to activity realized by an

individual. At the same time, it does not unequivocally determine the content,

characteristics and structure of human activity, since the need can be satisfied in
various ways in the form of various types of activity. If, having passed through the
consciousness of the individual, the needs are realized as a necessity, that is, the inner
(from the human consciousness) and the outer (from the necessity of satisfying the

need) are connected, the activity is implemented to realize the needs of the subject, to

realize the motive.

13



Obviously, the link between motivation and labor results is mediated by natural

abilities and acquired labor skills, but it is motivation that is the source of individual's

work activity.

So, what concerns spiritual motives [Kotilko V., 2006]:

Herding (should be in a group). This intention is particularly normal for
the eastern (Japanese) style of staff the executives: bunch profound
quality, absence of individual challenge, corporate culture, etc.

The rationale of self;insistence is normal for some laborers, for the most
part youthful and developed.

The rationale of independence is inalienable to laborers with a "master's"
inspiration, who are éager to forfeit strength, and now and again higher
income as a byproduct of the establisﬁnent "to be the ace and freely
maintained their business".

The motive of reliability (stability) - inclination is given to the strength
of being and action.

The rationale in obtaining another one is the premise of numerous
components of market the executives, or more all, promoting. It
constructed a framework for making the material world in monetarily
created nations. ,

The motive of justice permeates the entire history of the development of
human civilization. Each society establishes its own understanding of
justice, non-observance of which leads to demotivation of workers, and
sometimes to disasters. The experience of Germany, Italy and other
countries shows the importance of this motive even for countries withq a
rich market history and a longer adaptation to inequality.

The intention of rivalry is one of the most grounded thought processes
acting consistently. A specific level of articulation of rivalry is
hereditarily innate in each individual. With ease, it gives an

unmistakable financial impact.
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It is important to consider the following principles:

- differentiation of contending gatherings of comparative conditions, nature of
creation, etc;

- the same arrangement of pointers;

- determination of the spots involved by all contenders;

- strictly differentiated promotion of winners;

- when winning prizes, the compensation should increment by in any event 33%.

If these principles are observed, the "labor rate - wage" system is replaced by the
"labor rate - competition - wage" system, which substantially motivates employees
[Sorokomova A., 2009].

There are many types of employee motivation in the world, the main of which are the

following:
1. “Instrumentally” motivated employee is focused on “bare” earnings,

preferably in cash and immediately. He is opposed to other forms of
encouragement, indifferent to the form of ownership and the employer.
A professionally motivated employee considers the implementation of
his professional abilities, knowledge and capabilities to be the most
important condition for activity. He is concemed about the content of
work and the nature of work, for him typically developed professional
dignity.

2. "Patriot" (socialist motivation) is characterized by the fact that the basis
of his motivation to work is high ideological and human values: building
a socialist society, achieving equality, social harmony.

3. "Master's" motivation is based on the achievement and enhancement of
property, wealth, and material wealth. For such an employee, external
motivation is hardly needed, this inner idea of a constant increase in

material wealth is enough for him. The needs of such workers are

virtually unlimited.
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4. The lumpen employee prefers an equalizing distribution of material
goods. He is constantly haunted by feelings of envy and dissatisfaction
with the order of distribution of wealth in sociéty, but he does not like
responsibility, individual forms of labor and distribution [Khlopova T.,
2009]. |

The motivational sphere of the personality is a set of interconnected and structured
motives of a person, conditioned by the sense-forming motive of his life activity and
being the inner dominant of his behavior. External impulse is reflected in the
category of “stimulus”, which is the second “pole” of the motivation mechanism and
s the main tool for managing the human resources of a company, which is an
external impulse for activity. It is incentives that translate needs and interests into
motives, that is, into a personal semantic reason for actions, personal interest. She is

the main engine of production.

Table 1 shows the main classification of incentives by factors [Pirson B., 2006].

Table 1 Classification of incentives by factors
INCENTIVE DESCRIPTION

According to deviation of activity results from | Positive (when assigning an incentive, only

achievement or exceeding of standard

the norm
parameters is assessed) and negative (when
assigning an incentive, upholding is estimated,
deviation from standards).

By type Material (monetary and non-monetary), moral,

free time and labor.

By the nature of manifestation Positive (when assigning an incentive, only
achievement or exceeding of standard
parameters is assessed) and negative (when
assigning an incentive, backlog, deviation from

standards is estimated).

According to the degree of certainty of the Leading and supporting.

stimulus before committing actions

16



Lagging between performance and receiving

an incentive

Immediate (an incentive is given immediately
upon completion of an activity), current (an
incentive is given with a lag of one year of
performance - weekly, quarterly. Monthly) and
a prospective (an incentive is assigned with a
lag of year - remuneration on the basis of the
results for the year, commemorate years, upon

retirement).

According to the degree and nature of the

specificity of the conditions for obtaining an

incentive:

General (there is no specificity in evaluating
the results of activities for obtaining an
incentive) reference (incentives are e‘stablished
for achieving predetermined results) and
competitive stimuli are established for a place

in a competition or competition.

Scale of impact

Global (impact of demand on production,
finance on the economy, etc.), regional (oil
prices in the Middle East, cotton prices in
Central Asia), country-wide inflation,
migration, fertility, industry (due to industry

characteristics), intra-organizational incentives.

By repeatability

One-time, temporary, reusable, permanent

incentives.

From the point of view of the object of

Individual (the size of the stimulus is

determined according to the results of the

stimulation
activity of a particular employee) and
collective (the incentive value is determined
according to the results of the activity of the
whole team).

By impact intensity Weak, medium strength and strong stimuli.

Source: Pirson B., 2006.

The stimulus is able to motivate (turn into a motive to work), only if it meets any

human need, is subjectively significant for him.

17



Despite the proximity and correlation of the concepts of motive and stimulus, they
must be distinguished. The motive characterizes the desire of the employee to obtain
certain benefits, the incentive is the benefits themselves. The stimulus is directly
focused on the need, its satisfaction, the motive is the main connecting link between

the need and the stimulus.
Thus, labor motives are “on the side” of the personality, and labor incentives are on
the “side” of the organization. Motives - in the mind of the employee, incentives - in

the list of benefits that the organization gives in exchange for work.

18



Satisfaction of staff with work.

The stability of the staff is one of the conditions for the effective work of any firm,

and the struggle for low staff turnover is a problem that is equally relevant for both

Western and Russian companies.

To solve it, you need to be able to predict the situation, learn to manage the process
of staff turnover. And one of the first steps here could be a study showing how

satisfied workers are with their work. Often, satisfaction means the retention of an

employee in an enterprise [Kuznetsov K., 2006).

Studying satisfaction, you can get information about the strength of the attachment of
staff to the company. Here it is appropriate to talk about the material and moral

incentives for workers. Personnel job satisfaction data is information about personnel

risks. It is important for any leader who does not want to be held hostage to the

current situation. ' ’
From the point of view of science, the concept of "job satisfaction" is interpreted as

an affective or emotional reaction of a person (employee) to a work situation. Among

scientists, different opinions are expressed as to which factors affect employee

satisfaction with his activities, working conditions, etc. [Melnikov V., 2006]

For many years of research, it has been possible to obtain a very moderate correlation
between the results of measuring employee satisfaction and various models of work
behavior. However, in no case was it found that job satisfaction is a determinant of
work behavior. There is an insignificant but reliably established negative relationship
between the results of the evaluation of this installation and the levels of staff

turnover. The data on the relationship between job satisfaction and individual work

performance are ambiguous, with rewards playing the main role here.
From the point of view of the head, everything is much simpler. Satisfaction is
understood as what keeps the employee in the enterprise. He may not like almost

everything, but if he does not quit, it means that work at the enterprise satisfies him.

19



Studying satisfaction, we get information about the strength of the staff attachment to
the enterprise [Melnikov V., 2006].

If, say, a valuable employee balances on the verge of dismissal (decides whether he
will quit or not), then this situation can be dangerous for the organization. Should try
to change it. If a bad employee is completely satisfied with the work and is not going -
to quit, then this is also a signal to the manager.

Here it is appropriate to talk about material and moral inceritives. Using rewards and
punishments, a manager first of all thinks not about motivation in the scientific sense
of the word, but about the need to keep a good employee or get rid of a bad one. Data
on employee satisfaction with work is information about personnel risks, it is clear
that it is important for any manager who does not want to be held hostage to the
current situation. Neglect of the study of this issue leads to the loss of the most
valuable and highly professional staff and, consequently, to the actual dying of the
enterprise.

To determine the level of employee satisfaction with work at the enterprise, a survey
is conducted in the form of a questionnaire. Questionnaires are issued to employees
in person or distributed by e-mail [Maznyak I, 2006].

stionnaire 1s assigned a certain weight score, taking into account the

Each que
f the organization. If the answer is "yes", then the answer is assigned

characteristics O

1 fa MM . ]
a positive score, if the answer 13 no" - respectively, negative.

After assigning to all questions the corresponding weights, the sum of points is

calculated for all questions of the questionnaire. The maximum total score can be

100.
If the
considered th

is less than 50, it tu
Determined as an individual value of the amount of points for the employee, and the
etermi

number of points obtained from the employee’s responses exceeds 50, it is

at the employee likes to work in the enterprise. If the number of points

rns out that he is not satisfied with the work in the company.

rprise. The questionnaire contains questions relating to

total value for the ente
ion and satisfaction with the team and the company as a

employee material satisfactio
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whole. The answers to them can determine the coefficients of material satisfaction
and satisfaction with the team and the company.

According to the data obtained, it is possible to judge the stability of the team or the
likelihood of the dismissal of part of the staff. According to the scale “satisfied -
dissatisfied - sharply dissatisfied”, one can judge the general mood in the team.

The tendency and dynamics of the development of the attitude of people to work in -
an enterprise when comparing the obtained data with previous research is determined.
Identify the most problematic units. On the basis of the information received, a
forecast is made of the development of the situation, improvement or deterioration of
the corporate climate of the entire company, and a further work plan for the personnel
service with the heads of these departments is made.

Thus, this technique can subsequently be applied not only to ascertain the results of

satisfaction or dissatisfaction of staff with work, but also to promptly prevent possible

“bursts” of unplanned layoffs [Dryahlov N., 2002].
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Analysis of global trends in staff motivation (in case of Japan and the United

States).

An analysis of the literature [Mikulich A., 2003;Sorokoumova A., 2001] showed that
many enterprises now use only the technology of organizing the workflow: an idea
arises, a plan is drawn up for its implementation, etc. At the same time, the efficiency |

of work is reduced due to improper motivation of employees 1n the process of

fulfilling their goals tasks.
According to experts, the main issues that need to be addressed in the development of

a motivation system are: who, for what, and in what volume to make happy with the

“salary” for wages.
Developing an effective staff motivation system is easier for private companies,

which often regulate the wage system at the level of internal regulations. In fact, each

organization has its own unique requirement for each position. The contribution,

importance and responsibility can be completely different, so many companies build

their own system of salaries and bonuses. [Misnikova L., 2007]

The analysis of the literature [Suponitskaya I., 2003;the newspaper of the Belarusian

State University, 2009] shows that in world practice there are the following

pronounced trends in the field of motivation:
. Use motivating leadership: identifying key objectives of the

organization, describing the desired results of employee behavior,

qualitative and quantitative indicators of their activities, stimulating and

monitoring their achievement.

. Development of the organization's motivational environment: the

development of ideology and culture, leadership, responsibility,

professional skills and team spirit.

tion and use of payment as a primary incentive mechanism and

. Recogni
control methods that should be used to achieve business goals.
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e More widespread payment systems for knowledge and competence,
contributing to the solution of key objectives of the organization, rather
than for a place in the hierarchy.

«  An increase in the share of the variable part in the income of employees
at all levels. Providing employees with flexible benefits instead of the
traditional set of material and mixed incentives.

« Consideration of the performance of the company as the ultimate
criterion of success in solving the problems of motivation and payment
and change them in accordance with the changing objectives of the
organization and the environment.

Now consider the differences in motivation systems for different types of business
organizations. '

« The features of the motivation system and the direction of its
development are largely determined by the scale of the organization (the
number of employees) and the form of ownership. Tasks and incentives
for employees may differ significantly depending on what type the
organization belongs to: whether it belongs to small and medium-sized
businesses, large companies or holding companies. For small and
medium enterprises, these will be simpler and less extensive forms of
motivation. For organizations with a large number of employees, whose
management itself is more developed and more systematic and
formalized systems will be used. For organizations of this type, which
started their activities from a clean slate, the main task in the

liberalization of the economy will be the development of their
motivational systems, since in general they correspond to the tendencies
of conformity of the modern market. The second group includes
enterprises Of collective and mixed ownership, which are based on

privatized former state enterprises. These enterprises will have the main

task of reorganizing and changing the approaches to motivation: the
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transition to encouraging employees not for a place in the hierarchy, but
for the results of work; increasing the dependence of their remuneration
on the personal contribution and performance of the enterprise itself
[Sorokoumova A., 2001]

The sectoral peculiarities, the nature of competition and the specifics of
an individual business impose a serious influence on the nature and

specificity of the systems of rewards and incentives: So productivity,
of return, rate of capital turnover, capital intensity, proximity to

c. affect the level of base rates for managers and

rate

consumers, et

specialists, methods and choice of time frame when building bonus

systems. It is obvious that the nature and methods of motivation in

ic raw materials, or in financial

companies engaged in trade, stratcg
ty from 70 to 200% and a

companies with fast turnover and profitabili

large shadow component of the business will be significantly different '
ation of manufacturers of printing products, soft toys, etc.
profitability of 15 to 35%. For managers and

in these various profitable organizations,

from the motiv
P. with an average
professionals working
remuneration can vary from double to tenfold or more. It should take

ount the social and psychological
ries. Of course, creating or selling cars is much more

into acc attractiveness of work in

various indust
prestigious than making or selling toothbrushes, and high-tech

pular than farming.

businesses are more po
¢ influence on the approaches to employee

And finally, a decisiv
jvation will be influenc

and culture. Organizations wi
e of their social usefulness and the value of its existence

ed by the goals of the organization, its

mot
th a meaningful and formulated

ideology

mission, awar
for consumers and employees, tend to use more transparent
remuneration systems and try to meet the higher social needs of their

yees. Organizations focused primarily on profit will pay close

emplo

24



attention to the correctness of the assessment of the contribution of
employees to the receipt of this profit, and greater influence will be
given to meeting such needs of their employees as the need for personal
success, social status, symbols of success and power. [Misnikova L.,
2007]
The motivation system can be considered as a combination of three types of -
influences or incentives: intangible, mixed and material. Each time the combination
of these three types of incentives or impacts will be different depending on the goals
of the organization, its ideology, the nature of the business, industry characteristics
and competition in it, scale and ownership. But a successful system of motivation is
characterized by a very clear balance and "dedication" of these elements, and the

experience of developed countries will be very useful in developing and "fitting"

these elements.
Table 2 shows the elements of labor motivation used in enterprises in different

countries.

Table 2.The elements of labor motivation applied in enterprises of different countries.

[Kotilko V., 2006]

Firms, corporations, countries

X Elements of
: jabor motivation | USA IBM | DeltaAirlines | Japan China | Russia | Belarus

Respect for the
+ + + + - +

person

Education and

training

Statement of the

task before the

3 employee and

assessment of his
work

____-——""'-—'——’
4 Work Planning

t of
Paymen + + + + + + +

works
o
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Professional
6 growth and A .

career planning

Offer Proposal
System

Creating a

common culture

Employment

guarantee

Reception of
10 high-class + +

workers

Attestation and

interview system

Attention to the
12 needs of .

employees

Involvement of
13 staff in

management

Maximum |
14 : - + - + i .

responsibility

Horizontal R
15 + .

communications

Providing social ]

16

needs

e

Source:Kotilko V., 2006.

ountries, there is a different application of elements of labor motivation.

In general, the USA is not characterized b
respect for a person, professional growth and career planning, career advancement

jon of a common

responsibility, horizonta

In these €
y such elements of labor motivation as

culture, job security, appraisal and interviewing

system, creat
system maximum | communication and social needs.
2
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As for the largest American corporations IBM and Delta Airlines,the principle of

their motivation is mostly similar. Distinctive features are observed in education and

training, setting tasks for employees, planning work, personnel participation in

management, maximum responsibility and horizontal communication. These

elements of motivation are present in the management of IBM, but not in the Delta

Ailr.
Japan and China have more distinctive elements than similar ones. Compared to

IBM, Delta Airlines and the United States as a whole, these countries are deprived of

the admission of high-class workers as an element of labor motivation, as well as a

praisals and interviews, and the provision of social needs.

system of ap
tries - the Republic of Belarus and the Russian Federation, they

As for the Slavic coun

all have in common only education and training, payment for the execution of work,

job security and the provision of social needs. Distinctive elements of the neighboring

countries in equal quantities.
n employee is to provide him with the opportunity to realize his

Thus, to motivate a
ssional skills and life values, working for the good of

accumulated experience, profe

the company. The promotion of labor must be adequate to the "invested” contribution

ployee of the company, and it is necess
ial and intangible parties of remunerati
s work will soon become negative for the company.

ary to maintain a reasonable balance

of the em 3
between the mater on. Otherwise, he will lose

interest in the work, and hi
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Methodology

This thesis is a research based thesis for which used quantitative research method to
find out the employee satisfaction and motivation level in Almaty. As a tool for
getting a results online survey was used. Survey was provided by using online social
media like instagram, what's app, vk and by sharing of friends in these social media.
This way used to give peoples a chance to answer for the questions anywhere and
they want, and also to feel freedom and anonymous in answering for

anytime as
questions. In this way of survey they fill more confident. It’s good for get findings

and analyze it.
The questlonnalre was developed by reading the hterature review and all the
questions were discussed with supervisor. Questlons were related with’ motivation

and satisfaction topics. All the questions were closed questions. The questions were

short and direc

respondents simply had
this way used to find out findings accurate.

t to the topic to answer easy and with less time spending. The -

to mark one of the answers to complete the survey. Using of
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Analysis and findings

Empirical Analysis of Motivation and Satisfaction, and its factors.

As we can see at figure 4.1 questionnaires was collected from 116 people, from

which 21 are male it’s 18.1

most part of respondents.
Figure 4.1. Frequency and validity of Gender
Valid Cumulative
Frequency Percent Percent Percent
Valid |Male 21 18,1 18,1 18,1
Female 95 81,9 81,9 100,0}
Total 116]  100,0 100,0 .

Source: Authors own estimation

can see the frequency of age of respondents. Mostly survey was

ars old and above peoples, which co
hem stays 20-25 years old respondents which contains 34
rs are 26-30 years old 14 respondents it’s 12.1%, 31-
from total and from 36-40

In figure4.2 we

collected from 41 ye

ntains 40 respondents, it’s

34.5% from total. Aftert

respondents with 29.3%, othe

d with 18 respondent

dents are 10 it’s 8.

g that makes 15.5%

35 years ol
6%.

years old respon
ncy and validity of Age

Figure 4.2. Freque
Valid
Frequency percent | Percent Cumulative Percent
Vaid [20-25 3 29,3 29,3 53
—55—336‘/ 1 121 12,1 iy
—3—1-:’33“"' 18 159 15,5 569
36 - 40 —0 89 °7 65,5
41 and | 345 100,0|
above 0%
Total
“"'"—h-z;amation

Source: Authors ow
29

% from all respondents and 95 are female it’s 81.9% that’s



At figure 4.3 shown the frequency of job position of respondents. Most of them are
officers, totally 100, means 86.2% from overall. Officer in this survey was used like
employees, who are not in managing group of people. Other 12 are head of office, it

is 10.3%, and 4 are directors in companies, that makes only 3.4% from total.

Figure 4.3.Frequency and Validity of Job position

Valid Cumulative .
Frequency| Percent Percent Percent
Valid | Officer 100 86,2 86,2 86,
Head 12 10,3 10,3 96,6|
Director 4 3,41 3,4{ 1 00,0! ,
Total 116 100,0 100,0

Source: Authors own estimation
And at next figure 4.4, we can

95 respondents are graduated university, 18
ry and high school graduates. It says that most of respondents are highly

see the frequency of education level. Here we see that

technological graduates, and other 3 are

prima

educated and they know their work.
Figure 4.4. Frequency and Validity of Educational level

Valid Cumulative
Frequency| Percent Percent _ Percent

Valid | Primary and High School 3 2,6 2,6 2,6|

graduates

Technological graduates 18| 15,5 15,5 18,1

I

University graduates 95 81,9 81,9 100,0

Total 116 100,0 100,0

Source: Authors owWn estimation
xplanations We can
peoples who are hig

conduct that most of respondents are mature and

From ¢
hly educated.

experienced
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Level of satisfaction and motivation at workplace.

Figure 4.5. Questions and answers

Amount of respondents that answered for questions

Highly Highl
%h . Dissatisfied/ B
satisfied/ Satisfied/ dissatisfied/
Ne Questions . . Neutral not
highly motivated . Highly not
motivated
motivated motivated
\ 1 \ Working in an organization, how comfortable do you feel, “in your place™? 31 (26.7%) 42 (36.2%) 34 (29.3%) 7 (6%) 2 (1.7%)
\i \ Are you satisfied with working conditions? 29 (25%) 42 (36.2%) 31(26.7%) 12 (10.3%) 2 (1.7%)
Ls \ Are you satisfied with organization Management? 21(18.1%) | 33(28.4%) |39(33.6%) | 15(12.9%) | 8 (6.9%)
L4 \ Are you satisfied with content of work? 20(17.2%) | 46 (39.7%) | 29 (25%) 16 (13.8%) | 5(4.3%)
LS l Are you satisfied with discipline requirements? 20 (17.2%) 35 (30.2%) 27 (23.3%) 24 (20.7%) 10 (8.6%)
\ 6 \ Are you satisfied with Human resource management organization? 29 (25%) 37 (31.9%) 31(26.7%) 12 (10.3%) 7 (6%)
7 \ Are you satisfied with the idea of staying at your position for the next years? 21 (18.1%) 34 (29.3%) 26 (22.4%) | 25(21.6%) 10 (8.6%)
8 What is your level of satisfaction in variety of work? 25(21.6%) | 37 (31.9%) 41 (35.3%) 10 (8.6%) 3(2.6%)
9 Are you satisfied with work and rest schedule? 30 (25.9%) 37 (31.9%) 27 (23.3%) 16 (13.8%) 6 (5.2%)
10 '| How do you rate your own team? 45 (38.8%) 49 (42.2%) 17 (14.7%) | 4 (3.4%) 1 (0.9%)
11 What is the level of respect by managers? 37 (31.9%) 47 (40.5%) | 28 (24.1%) | 2(1.7%) 2 (1.7%)
12 How well your salary motivates you to work here? 40 (34.5%) 36 (31%) 25 (21.6%) 14 (12.1%) 1(0.9%)
How well your relationship with the supervisor, with the leadership of the
13 L . . 34 (29.3%) 56 (48.3%) 22 (19%) 3(2.6%) 1(0.9%)
organization, with colleagues motivates you to work here?
14 How well possibility of official promotion motivates you to work here? 37 (31.9%) 50 (43.1%) 23 (19.8%) | 5(4.3%) 1(0.9%)
How well organization and equipment of the workplace motivates you to work
15 here? 42 (36.2%) 39(33.6%) | 27(23.3%) | 8(6.9%) 0
ere? :
16 How well amount of bonuses motivates you to work here? 45 (38.8%). | 43 (37.1%) 20(17.2%) 6 (5.2%) 2(1.7%)
Source: authors own estimation
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As we can see at figure 4.5, mostly peoples are satisfied neither than dissatisfied. It
says that the peoples don’t complain in case of satisfaction and motivation.
In some cases the respondents mostly satisfied and motivated with next factors:

1. With colleagues or their team. The answers were satisfactory for totally 81% of

respondents. It says that they are satisfied with their colleagues and it’s motivated

them to work.

5 The 72.4% respondents are satisfied with respect of . managgrs. It says that

hly respect employees at workplace in Almaty.

managers hig
ents satisfied with relationship with supervisors, with the

3. And 77.6% respond

leadership of the organization,

Almaty communication skills and interaction
5% respondents are motivated to work.
ors in Almaty. It motivates

and communication with colleagues. It means, in
with each other is in high level.

4. In case of promotion, 7

5. Organization and equipment also in high level motivat

69.8% of respondents to work.

6. And the last on€ is the bonuses. 75.9% of respondents are motivated by bonuses.

’t complain doesn’t says that they don’t want a changes. In some cases, We

But don
the respondents are satisfied minimally:

can see that
1. With Managem
2. Withmonthly salary.

3. With Human resource ma
ans in these functions, in
peoples. To improve th

o determine why they diss

ent of organizations.

nagement.
Almaty needs improvements to get more satlsﬁed and

It me
ese functions better to provide a survey in

motivated '
atisfied with one function or another.

organizations t
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Conclusion

Managers always motivated their employees, whether they were aware of it or not. In

ancient times for this served the whips and threats, for the elect - rewards. There are

two types of motivation: primary, which manifests itself in the form of need, desire, ‘

drive, instinct, and secondary, manifested in the form of motive.
entives are associated with the additional benefits that people receive as

Economic inc
uirements. These benefits can be direct (cash income) or

a result of fulfilling their req

indirect, facilitating the receipt of direct (free time, allowing you to earmn elsewhere).

The types of economic incentives for employees include: various forms and systems

of wages, additional payments and benefits.

¢ methods of stimulation include organizational and moral-

Non-economi
psychological methods.

By analysis we can say in Almaty,
incentives for staff, which is mainly in the org
ssional growth of the employee.

oted that a fundamental and competent organ
mental role in the process of forming the system of motivation

it has developed its own system of non-financial

anizational culture and the maintenance

of profe
It should be n
department is 8 funda

ization of the personnel

gement of an organizations.

by the Human Resource Mana
o the formation of organizational culture in the

Much attention should also be paid t

organizations.
d that in Almaty has formed a fairly

is performed, it can be conclude
n system that keeps employees in th
rk on which will help significantly impro

From the analys |
e workplace. However, there

effective motivatio
. ve the efficienc of
are still many factors, WO ;

ment of the organizations personnel.

manage
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APPENDIX 1
GENERAL INFORMATION

1. Gender - IToa
a) Male
b) Female

3. Job position
a) Officer
b) Head

c)Director

2. Age - Bospact
a)20-25
b) 26 — 30
c)31-35
d) 36 —40

e) 41 and above

4. Educational level
a) Primary and High School graduates
b) Technological graduates | ‘

¢) University graduates

JOB MOTIVATION and SATISFACTION

1. Working in an organization,
a) Highly satisfied

b) Satisfied

c) Neutral

d) Dissatisfied

e) Highly dissatisfied

2. Are you sat
a) Highly satisfied

b) Satisfied

¢) Neutral

d) Dissatisfied

e) Highly dissatisfied

37

how comfortable do you feel, “in your place

999

isfied with working conditions?



3. Are you satisfied with organization Management?
a) Highly satisfied

b) Satisfied

c¢) Neutral

d) Dissatisfied

e) Highly dissatisfied

4. Are you satisfied with content of work?

a) Highly satisfied

b) Satisfied

c) Neutral

d) Dissatisfied

e) Highly dissatisfied

5. Are you satisfied with discipline requirements?
a) Highly satisfied

b) Satisfied

¢) Neutral

d) Dissatisfied

e) Highly dissatisfied

ed with Human resource management organization?

6. Are you satisfi
a) Highly satisfied
b) Satisfied

¢) Neutral

d) Dissatisfied

e) Highly dissatisfied
re you satisfied with the idea of

7. A staying at your position for the next years?
a) Highly satisfied
b) Satisfied

c) Neutral

d) Dissatisfied
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e) Highly dissatisfied

8. What is your level of satisfaction in variety of work?
a) Highly satisfied

b) Satisfied

¢) Neutral

d) Dissatisfied

e) Highly dissatisfied

9. Are you satisfied with work and rest schedule?

a) Highly Satisfied

b) Satisfied

¢) Neutral

d) Dissatisfied

e) Highly Dissatisfied

10. How do you rate your own team?

a) Highly Satisfied

b) Satisfied

c) Neutral

d) Dissatisfied

e) Highly Dissatisfied

11. What is the level of respect by managers?

a) Highly Satisfied

b) Satisfied

¢) Neutral

d) Dissatisfied

e) Highly Dissatisfied
12. How well your salary motivates you to work here?
a) Highly Motivates

b) Motivates
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¢) Neutral
d) Not Motivates

e) Highly Not Motivates
13. How well your relationship with the supervisor, with the leadership of the

organization, with colleagues motivates you to work here?

a) Highly Motivates

b) Motivates

c¢) Neutral

d) Not Motivates

e) Highly Not Motivates

14. How well possibility of official promotion motivates you to work here?
a) Highly Motivates |

b) Motivates

c¢) Neutral

d) Not Motivates

e) Highly Not Motivates

15. How well organization and equipment of the workplace motivates you to
work here?

a) Highly Motivates

b) Motivates

¢) Neutral

d) Not Motivates
e) Highly Not Motivates

16. How well amount of bonuses motivates you to work here?
a) Highly Motivates
b) Motivates

c¢) Neutral
d) Not Motivates
e) Highly Not Motivates

40



