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FORMS AND METHODS FOR LABOR INCENTIVE  
IN MODERN CONDITIONS 

 
Abstract: This article proposes the classification of the factors influencing motivation system, which consists of 

two groups: external (objectively existing and not depending on the company's management) and internal (generated 
and dependent on the management of the enterprise); and the influence of these factors in the context of the Republic 
of Kazakhstan. This study also revealed the basic principles of building effective incentive system and reviewed its 
types-economic and non-economic. The conclusion about the need for a more flexible approaches to determining the 
level of basic salary and variable part of the salary, the need to link pay with performance as an employee, and all 
structural subdivision, and the enterprise as a whole. 

Keywords: management, motivation, motivation, personnel management. 
 
Introduction. Incentive as a method of managing personnel behavior is advisable to use when it is 

necessary to achieve excess performance from an employee. When developing a labor incentive system in 
an enterprise, the following requirements should be met: 

1. Complexity - when developing incentive systems, various types of incentives (tangible and 
intangible, 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 
already 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. 

Thus, the incentive system should: 
-  make the employees to feel confident and secure, serve the goals of employee’s satisfaction and 

improve 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. 
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 [1]. Therefore, during its 
development, it is necessary to carefully study what motives determine the behavior of personnel, and 
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what incentives the enterprise can provide to employees so that they can fulfill their needs and receive 
material or moral benefits. The relationship between motives and incentives will be presented in table 1 
[2]. 

 
Table 1 - The relationship between motives and incentives in the HR management system 

 
Motives Incentives 

1 2 
Motives to meet the needs of vital material 
and spiritual benefits 

Wage increase  
Wage premiums and increments 
Providing financial assistance 
Lump sum payment 
Development of a premium accrual scheme 
Providing a social package 
Employee stock ownership plan 
Commissions from sales 

Motives of life self-determination 
(personal) 

Ability to work by vocation  
Enhancing the creative nature of work 
Consideration of abilities and personal qualities 
Career prospects 
Possibility of professional development 
Bonus accrual for innovative ideas 
Flexible work schedule 
Possibility to get new information 
Universal respect and authority 

Motives of social interaction Opportunity to communicate with colleagues 
Favorable microclimate in the team 
Democratic method of personnel management 
Opportunity to participate in decision making 
Unified employee status 
Recognition of employee merit and achievements 
Fair management decisions 
Recreational activity system 
Possibility of obtaining a social package 

Motives for status self-assertion Participation in enterprise management  
Possibility to get a senior position 
Growth of authority granted 
Providing personal benefits 
Participation in the work of prestigious clubs 
Participation in the success and capital of the enterprise 
Staff rotation 
Possibility to obtain representative functions 
Increase in the number of subordinates 
International recognition 
Getting the title of “Best Employee of the Year” 

Motives for life cycle optimization Possibility to work at will and as per abilities  
Career growth 
Possibility to transfer experience to young personnel 
Elimination of negative incentives 
Moral and spiritual encouragement 
Equal employee status 
Providing an “open door” policy 
Labor Disputes and Disagreements Commissions 

Note - drafted by the author based on the source: [2] 
 

The management of the enterprise should carefully study the individual needs of the employee, 
therefore, 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. 
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A careful analysis of all these indicators will allow the management of the organization to choose the 
most appropriate methods for personnel incentive that will quickly and effectively influence employees. 

Methods of research. Allocation of forms and methods of labor incentives allows for an in-depth 
analysis of existing systems and to identify the most effective of them in terms of the impact on the 
behavior of management objects in specific production conditions. Ultimately, by combining diverse 
forms of incentives for various types of activities and specific business situations, it is possible to develop 
integrated incentive systems that allow to the maximum extent to take into account the influence of both 
external and internal factors on the behavior of individual participants in labor activities and labor 
collectives in general. 

Most researchers - A. Ya.Kibanov, I.A. Batkayeva, Ye.A. Mitrofanova, M.V., Lovcheva, I.A. 
Essaulova, A.P. Grachev, S.A. Shapiro [2] - usually distinguish two types of incentives: material and non-
material. 

Results obtained. 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 monetary 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. D.A. 
Ashirov in his work “Labor: incentives - motives - motivation” [3] proposes the following classification of 
incentives: 

1. By incentive direction: 
а) positive incentive; 
b) negative incentive. 
2.  By incentive resource base: 
а) economic incentives; 
b) administrative incentives; 
c) social incentives. 
3. By types of incentives: 
а) material incentives; 
b) material and social;  
c) moral and psychological. 
4. By way of providing a stimulating effect: 
a) direct incentives; 
b) mediate incentives; 
c) 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.  
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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 
management 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 
management practice. This feature is based on temporary differences and the nature of connections in the 
incentives. It is proposed to classify incentives according to their temporal characteristics: 

- direct; 
- mediate; 
- leading; 
- postponed. 
 

 
 

Figure 1 - Structure of labor material incentives 
 
Note - drafted by the author based on the source: [3,4,5] 
 

Economic incentives of work 

Material stimulation Social payments 

Constant 
component 

Conditional constant 
component 

Variable part 

Basic salary Extra charges: for 
combination of professions; 
for knowledge of a foreign 
language; for existence of an 
academic degree; to the 
worker for performance of 
duties of the foreman; for 
liability, etc. 
• Surcharges: for work at 
night, for work in holidays, 
for overtime works, for 
replacement of temporarily 
absent worker, etc. 

Awards, 
bonuses, 

commission 
charges and 

ave. 

- Financial support 
- Additional pension 
providing 
- Payment of housing and 
utilities 
- Payment of food 
- Payment of medical services 
- Compensation of transport 
expenses 
- Rest payment 
(tours) 
- Life insurance 
- Loans 
- Training for the account 
organizations and so forth. 
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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, improvement 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 
include various types of advances, credits, loans, etc. material incentives.  

From administrative incentives — various kinds of career advancement, empowerment, granting of 
official 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 involvement 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. 

The central place in the personnel incentive system is material incentives. As was already mentioned 
above, it is divided into the actual material remuneration and material and social benefits. In turn, the 
monetary remuneration includes: base wages (fixed part), increments and premiums (conditionally fixed 
part), additional payments (variable part) (see Figure 3) [3,4,5].  

Payroll management in the organization is basically governed by a special Regulations on 
compensation and Regulations on bonuses. Specialists-developers of modern remuneration systems, with 
all the variety of approaches, are united in the following [4,5]:  

1. The payroll system is hopelessly outdated and does not meet the realities of today.  
2. The focus of the incentive system should be consistent with the tactics and the strategy of 

enterprise management, its divisions and personnel. Different tasks should not be prioritized by 
administrative methods, but should have an objective economic nature.  

3. Incentive payments should be closely linked to individual and collective performance.  
4. Their value should be substantial and significant for the employee.  
5. The wage increase with regard to the growth of labor productivity should be adjustable in 

accordance with the tasks of planning.  
6. The incentive system should be recognized by employees as understandable and fair.  
New approaches to incentives imply the abandonment of traditional time-based systems or payments 

by complexity factors, etc., as well as replacing them with remuneration consisting of two components: 
the base rate and additional incentive payments depending on individual performance and/or performance 
of divisions/companies. 

Therefore, in this work we will consider in more detail these two most important components. 
Base wage is a monetary remuneration to an employee for his/her work in an organization or for 

performing 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 
employment 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.  
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The employee’s official salary is determined depending on a number of factors [5]: 
- 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. 
In modern management there are the following approaches to determining the level of the base salary 

[6,7,8]: 
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: 
а) 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. 
c) Itemized ranking is an analytical method that requires a very detailed study of qualification 

requirements. 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 employees’ 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. And 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 

enterprise. In this case, the task of raising the prestige of a certain employee in an organization or 
horizontal promotion 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 possible 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. 

c) Motivation is career motivation for employees, engagement motivation for candidates. 
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Basically, as sated above, grading is a type of work rating, but it also has fundamental differences, 
which are reflected in table 2 [6,7,8]: 
 

Table 2 - Difference between the grading system and the rating system 
 

Rating system Grading system 
1 2 

The system is based on the assessment of professional 
competencies (knowledge and skills), as well as work 
experience. 

A wider number of indicators included in the assessment of the 
position: in addition to knowledge and skills, such 
characteristics 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 performance) are assessed. 

The basis of the structure is the minimum wage, which is 
multiplied by the corresponding rate factor 

The basis of the structure is the weight of the position, 
estimated in scores 

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 from 
worker to director In the structure 

The position structure is formed according to the emphasis 
principle of this position for the company 

Note - drafted by the author based on the source: [6,7,8] 
 

The grading method involves the following steps (see Figure 2) [9]:  

 
 

Figure 2 - Grading stages 
 

Note - drafted by the author based on the source: [9] 
The specific sizes (levels) of official salaries are determined individually by each organization, and 

depend 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 includes 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 
[10,11,12] the following advantages and disadvantages of this system can be identified:  

Advantages: 
1. Formation of the personnel development strategy; 
2. Optimization of the management organizational structure; 
3. Transparency of the remuneration system in the enterprise; 
4. The level of employee income is determined in accordance with its value for the company, which 

increases staff motivation; 
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5. Independence of employees assessment on compliance with positions held; 
6. An effective remuneration system that links all the elements of material remuneration of labor 

(fixed and variable part of the salary and compensation payments). 
Disadvantages: 
1. Significant expenses necessary for the formation, implementation and further functioning of this 

remuneration system; 
2. Lack of highly qualified specialists with the skills to develop grading remuneration systems; 
3. Occurrence of difficulties in the correct evaluation of positions in accordance with their values. 
4. Negative attitude of employees to implementation of new remuneration systems (especially if the 

position was previously revaluated). 
5. Possible subjectivity in the initial evaluation of positions. 
Let us consider the second element of material labor incentives, its variable part -  extra 

compensation.  
Extra compensation is an additional payment to an employee for the performance used to account for 

the personnel performance. They associate the amount of monetary remuneration with the overall 
performance of the organization, the structural division and the employee himself/herself. It is most often 
expressed in the form of a premium for employee’s individual achievements, a premium based on the 
performance of the structural division of an enterprise, a premium based on the organization’s 
performance as a whole and targeted bonuses.  

Bonuses are paid to employees on the basis of the legislation of the Republic of Kazakhstan, 
employer’s acts, collective labor agreements, which stipulate the conditions and indicators of employees’ 
bonuses. If the premiums of employees are stipulated in the individual employment, collective 
agreements, then these types of accruals are mandatory. 

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 

scoring) 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, quarterly, 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). 

4. Target bonuses. It is used to stimulate effective work and activity of employees when performing 
individual 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”. Also, 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. 
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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 

indicators of bonuses, stimulating employees for individual performance. They include: 
1. Quantitative indicators: fulfillment and over-fulfillment of production targets for output and 

nomenclature, 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, violating 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%. 

When developing bonus systems, it is recommended to adhere to the following rules: 
1. Any costs should be within the budget, i.e. the amount of the premium should not exceed the 

amount of income (savings) obtained by improving the activities of the employee.     
2. Bonuses should not be spontaneous. The company should have a well circumspect bonus system, 

which is based on the main goals of its activities (taking into account both strategic and current goals).  
3. The bonus system should contain specific indicators for the achievement of which the employee 

will receive additional remuneration. The range of these indicators should not be too broad, experts 
recommend three to four indicators , otherwise the significance of each indicator becomes too small, and 
the employee begins to focus on the indicators most beneficial for himself/herself. 

4. The bonus should not be tied to the full results of bonus indicators, but to their excess values. 
5.  Timely revision of the bonus system. This rule is important, because, firstly, employees quickly 

become accustomed to existing systems, and they begin to perceive the bonus as a permanent part of their 
earnings, that is, the incentive nature of payments is lost, and, secondly, the goal system at an enterprise 
can change quickly, which requires a change in the incentive system.    

6. Timely deprivation of the employee’s bonus if he/she didn’t earn it. The premium should be paid 
only if the employee actually worked better than he/she must by the job description.   
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7. A business should have a more interesting goal than just making money. Even an ordinary 
employee engaged in the manufacture of parts on the machine should understand that he/she not only 
earns money, but also solves the strategic tasks of the company, makes the world better. 

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 incentives for labor and non-economic associated with organizational, status and 
moral incentives [14]. A non-economic labor incentive system is shown in Figure 6 [14]. Let us consider 
each element of the proposed scheme in more detail. 

 

 
 

Figure 6 - Non-economic labor incentives 
 

Note - drafted by the author based on the source: [14] 
 
Organizational incentives of labor activity are a tool of organizational management that includes a 

system of interrelated incentives that regulate employee behavior by increasing his/her job satisfaction in 
the organization and encouraging employees to creatively perform their functions aimed at 
implementation of the organization’s strategic goals [14]. We allocate four elements to organizational 
incentives methods: 

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 

effective 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 [14]. 

Status 

possibility of 
selfrealization 

corporate 
culture 

working 
conditions 

flexible 
operating 
modes 

participation 
in 
management 
of the 
organization 

career 
development 

Non-economic work incentives 

Organizational 
Moral 

recognition of 
merits and authority 
of the worker 
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According to Maslow’s theory of motivation, 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; 
- sports, etc.  
3. Flexible modes of operation. The necessary elements of the flexible working hours basically are 

[15]: 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 
application 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 flexible working hours system has two main options: 
- 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 these 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 management, which is also one of the employee incentives methods 

The term “participative management” is literally translated as “collective management” or 
“participatory management”. The beginning of the research of participative management styles was laid in 
the 50s – 60s of the twentieth century. D. McGregor, R. Likert and K. Argyris justified the expediency of 
using the human factor in the most efficient way. A significant contribution to the development of ideas of 
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participative management was made by such scientists as K. Alderfer, F. Herzberg, D. McCleland, A. 
Maslow, E. Mayo. In the USA, participative management began to be considered within the school of 
human relations, D. Garson, A. Burley, M. Minz, and E. Lowler (mid-80s) began to pay special attention 
to corporate governance issues. 

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 enterprise, 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 [15]. 

Participative management can also be viewed as remuneration programs seeking to increase internal 
motivation 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 
participative 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 
decision making, primarily within their area of responsibility, increases employee motivation, increasing 
responsibility for their performance, reduces the possibility of labor conflicts, eliminating many 
organizational and managerial reasons [15]. 

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 presentation 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 that gives company employees the opportunity for career growth, develop, 
achieve significant goals for themselves. 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 [15]:  
- systematical informing the staff about the state of affairs in the organization (extended meetings, 

meetings 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, 
corporate 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 premiums), mentioning at meetings, public events, honor roll), etc.).   

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 developed. 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 



ISSN 2224–5227                                                                                                                                    6. 2019 
 

 
47 

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. 

Conclusion. 
- 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 
management) 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 study 
its 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. 

- 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 employees 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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ҚАЗІРГІ ЖАҒДАЙДА ЕҢБЕКТІ  
ЫНТАЛАНДЫРУДЫҢ ТҮРЛЕРІ МЕН ƏДІСТЕРІ 

 
Аннотация. Бұл мақалада еңбекті ынталандыру жүйесін қалыптастыруға əсер ететін факторларды 

жіктеу ұсынылды, ол екі топтан тұрады: сыртқы (объективті жəне кəсіпорын басшылығына тəуелді емес) 
жəне ішкі (қалыптасатын жəне кəсіпорын менеджментіне тəуелді). Бұл зерттеуде ынталандырудың тиімді 
жүйесін құрудың негізгі принциптері ашылып, оның түрлері – экономикалық жəне экономикалық емес 
қарастырылды. Базалық лауазымдық жалақы деңгейін жəне жалақының ауыспалы бөлігін анықтауға 
неғұрлым икемді тəсілдерді қолдану қажеттілігі, жеке қызметкердің де, бүкілқұрылымдық бөлімшенің де, 
жалпы кəсіпорынның да қызметінің түпкілікті нəтижелері мен еңбеккеақы төлеуді байланыстыру қажеттігі 
туралы қорытынды жасалды. 
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ФОРМЫ И МЕТОДЫ СТИМУЛИРОВАНИЯ ТРУДА  

В СОВРЕМЕННЫХ УСЛОВИЯХ 
 
Аннотация: В данной статье была предложена классификация факторов, влияющих на формирование 

системы стимулирования труда, которая включает две группы: внешние (объективно существующие и не 
зависящие от руководства предприятия) и внутренние (формируемые и зависимые от менеджмента 
предприятия); и рассмотрено влияние этих факторов в условиях Республики Казахстан.В данном 
исследовании также были раскрыты основные принципы построения эффективной системы стимулирования 
и рассмотрены его типы – экономическое и неэкономическое. Сделан вывод о необходимости применения 
более гибких подходов к определению уровня базового должностного оклада, и переменной части 
заработной платы, необходимость увязки оплаты труда с конечными результатами деятельности, как 
отдельного работника, так и всего структурного подразделения, и предприятия в целом. 

Ключевые слова: менеджмент, стимулирование, мотивация, управление персоналом. 
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