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PROBLEMS OF MATERIAL INCENTIVES
FOR THE LABOR OF UNIVERSITY TEACHERS

Abstract

This article aims to study the problems of material incentives for labor in education in the general motivation
system of Kazakhstani universities’ teaching staff. In current conditions, when there is simultaneously an increase
in demand for higher education and a decrease in the social status and prestige of a teacher, the improvement of
organizational and economic mechanisms for stimulating the work of the teaching staff should come to the fore. The
article analyzes the level of wages in the education system, which for a long time lags behind the average level of
wages in the country’s economy. This fact significantly undermines the incentives to work in the field of education,
which, in turn, determines the quality of education. The limitations of the existing system of material incentives for
the work of the teaching staff in modern universities are revealed. The necessity of managing labor motivation based
on various types of incentives for teachers to achieve higher and better results of labor activity is shown. The study
used secondary statistical data from official sources and traditional methods: graphical, system analysis and synthesis,
the method of scientific observation, comparison, etc.

Key words: motivation, material incentives, remuneration, education, higher education, labor motivation,
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Introduction

The system of material remuneration for teachers of Kazakh universities is the main external
factor in motivating labor, as in any sector of the economy. The stimulating remuneration mechanism
is crucial for labor motivation in any economic sector. Traditionally, in an employee’s mind, wages
are associated with recognising his merits in the organization, indirectly expressing his social status.

The basis of the material remuneration system is the primary wage rates, which are determined
by the situation in the sectoral labor market. In addition to the base salary, an essential role in the
system of material incentives is played by incentive payments and other monetary rewards aimed at
increasing individual labor productivity, designed to interest the employee in improving the socio-
economic performance of the organization [1].

The difficulty of applying forms of material incentives in the field of higher education lies in the
choice of the adequate criteria for assessing the quality of a teacher’s multifaceted work, the creation
of an optimal salary structure, the ratio of its fixed and variable parts, the need to ensure a direct
relationship between the level of remuneration received and the individual results of the teacher’s
work.

Materials and methods
Established in the 1990s, the system of remuneration and incentives for the work of a teacher was
weakly dependent on its quality, which led to a contradiction between the level of economic and social

development: people of a socially significant profession were at a low level of economic development.
As a result, the teacher was forced to choose favor of increasing the number of his earnings by taking
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on a more significant classroom load, including through part-time jobs. Figure 1 presents data showing
that about 16% of teachers in Kazakhstani universities have practiced part-time work over the past
twenty years.

@ share of part-time teachers in the total number of teachers, % Bl Number of teaching staff, people
B Number of part-time faculty members, people

Figure 1 — Dynamics of the number of teaching staff in the universities of Kazakhstan

Note — Compiled by the author based on the source [2].

At the beginning of the 2021-2022 academic year, 36 378 teachers worked in the universities of
the Republic of Kazakhstan. 6 729 people worked part-time, which amounted to 18,5%. The increase
in the share of part-time workers observed after 2019 (14,9%) may be caused by a forced transition to
distance learning and corresponding changes in working conditions.

At present, the amount of remuneration in education in Kazakhstan remains one of the lowest
compared to other countries. It means an underestimation of the great social significance of the work
of a teacher, as well as the performance of not all economic functions assigned to wages.

Table 1 shows the average annual salary received by professors in selected countries of the world
in 2021.

Table 1 — The average annual salary of a professor, USD

No Country Salary per year
1 Switzerland 185 000
2 Australia 150 000
3 Netherlands 122 000
4 Great Britain 110 000
5 Denmark 109 600
6 USA 102 400
7 Finland 95 000
8 Canada 93 000
9 Germany 92 000
10 France 82 000
Note — Compiled by the author based on the source [3].

Suppose we calculate the average annual salary of a Kazakh professor in US dollars. It will be
about $10 000, which is much lower than abroad, even considering purchasing power parity.

At the beginning of the 20 century, a professor’s salary was 17—18 times higher than the salary
of an industrial worker in the early 1920-s — 4 times [4]. In the period from 1961 to 1991 inclusive,
a university professor received a salary 2,5-3 times higher than wages in the industry. However, the
purchasing power of his salary was 4,9 times less than at the beginning of the century [5].
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At the turn of the 20-21 centuries, workers in the education sector were among the lowest paid,
along with workers in science, health, culture and agriculture. This trend continues today in the
Republic of Kazakhstan (Figure 2).
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Figure 2 — Change in wages for certain types of economic activity in 2010-2020

Note — Compiled by the author based on the source [2].

Since September 2019, the remuneration of the teaching staff of universities has been increasing
annually. Moreover, a minimum wage and a maximum teaching load have been established [6].
However, despite the measures taken, teachers’ salaries are still low.

For January-December 2021, the average monthly nominal wage in the Republic of Kazakhstan
was 248 791 tenge. In education, this figure was 205 520 tenge (the ratio was 82,6%) (Table 2).

Table 2 — Dynamics of the average monthly salary in the economy of the Republic of Kazakhstan,

tenge
Year Average monthly salary, total in | Average monthly salary, The ratio of the average monthly
the Republic of Kazakhstan in education salary of education workers to wages
in the economy, in %

2010 77610,5 49216 63,4%
2011 900279 59220,6 65,8%
2012 101263,3 67931,2 67,1%
2013 109140,8 69484 63,7%
2014 121020,6 74756,1 61,8%
2015 126021 77542 61,5%
2016 142898 94542 66,2%
2017 150827 96612 64,1%
2018 162673 102875 63,2%
2019 186815 126132 67,5%
2020 213003 165292 77,6%
Note — Compiled by the author based on the source [2].

According to Table 2, the enormous gap in the level of wages of workers in education with an
average level of wages in the economy of Kazakhstan falls in 2015, when the average monthly wage
in education is only 61,5% of the average wage in the country. In subsequent years, there has been a

317



«Typan» yHUBepCcUTETIHIH Xa0apIIbIChl» FHUTBIMU >KypHaib! 2022 x. Ne 1(93)

positive trend in the change in the ratio of wages in the education sector to the average wage in the
country’s economy.

It should be noted that, according to the data in Table 2, the average annual wage growth rates in
the education sector were uneven over the years. However, the increase in the nominal value of the
teacher’s salary only slightly contributed to its actual market weight growth.

Thus, statistical data analysis allows us to conclude that labor in the education industry, which is
extremely important for modern development, is now devalued.

Main provisions

Some shortcomings characterizes the remuneration system used for many years in Kazakhstani
universities. It does not perform the critical functions of wages — reproductive and stimulating.

The remuneration system, which is based on distributive relations, is characterized by inflexibility
and does not use tools to stimulate quality and productive work. It does not establish a relationship
between the amount of remuneration and the results of a particular employee’s work. It does not take
into account individual differences in the work activity of each teacher, does not take into account
the ratio of classroom and extracurricular hours of work, the technology of conducting classroom
classes, and the increase in the intensity of the work of a teacher in numerous student groups. Such
a remuneration system leads to the establishment of the same salary for workers with different
qualifications. It does not consider the entire range of professional activities of a teacher: lectures,
practical and laboratory classes, research work, etc.

Thus, the close relationship between the remuneration criteria and individual elements of the
employee’s income is broken, which reduces the employee’s confidence inadequate remuneration of
his labor efforts and, as a result, the motivation of his work. The lack of a stable balance between the
value of the labor contribution and the level of remuneration creates a feeling among workers in higher
education that the system of remuneration and labor incentives is unfair.

The fixed size and teacher remuneration level do not correspond to the labor efforts expended.
Its complete abstraction from informal criteria creates incentives for a teacher who performs and
reduces his motivation for creative work — mastering advanced teaching technologies and conducting
scientific research.

In addition to the accrual of the central element of the teacher’s salary, the system of material
remuneration of the university provides for the establishment of mandatory payments, which in higher
education traditionally include: payments for an academic degree and title, which have a stimulating
effect on the motivation of teachers to improve their skills; additional payments for the management
of the department, the performance of the duties of the dean, his deputy and others.

The system of material incentives should also include the benefits and privileges provided by
the university’s management to its staff. It includes providing benefits for the education of family
members, the organization of training and advanced training (internships at leading universities in the
country and abroad, doctoral studies, sending employees to conferences and seminars), joint holding
of significant events, and payments for payments anniversaries and holidays.

It should be noted that a significant drawback of the systems of material incentives used in
individual universities is significant differentiation in the level of incentive payments accrued
to teachers of various structural divisions of an educational institution. The level of payments for
employees of prestigious faculties, as a rule, is much higher than for employees of faculties that are
not in demand for the market of educational services, which negatively affects their labor motivation.
Moreover, as practice shows, the bonus system is used by far, not in all universities of the country,
the payment of bonuses is of a one-time nature and is not always carried out promptly. As a result, the
teacher loses the connection between the additional contribution and recognition from the university
management. The gap in remuneration of the managerial staff of the university, taking into account the
benefits, allowances and privileges and the teacher, reaches a large size, which leads to a decrease in
trust and, consequently, the level of controllability of the university staff. In general, the development
of the payment and material incentives system is largely constrained by the limited financial resources
at the university, which does not allow the management to use the entire range of types and forms of
material rewards.
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In recent years, various attempts have been made in the country to reduce the impact of unfavorable
environmental factors that reduce the level of labor motivation in universities, which is reflected in
various national projects and programs that affect the problems of the educational sphere. One of the
measures to improve the situation in material incentives for labor was establishing the volume of the
teaching load. Now, the maximum amount of one rate should not exceed 680 hours per academic
year; the teaching load has been reduced. The change is intended to ensure that the faculty have more
opportunities and time to engage in scientific activities [7].

Discussion and results

For the management of universities, this innovation necessitates the development and
implementation of new approaches to stimulating the work of staff, in particular, the development of a
mechanism for the formation of a variable part of the teacher’s salary. Many universities do not currently
have a detailed methodology for building economically sound bonus systems, primarily due to the
specifics of labor activity in this economic sector. Most of the available applied recommendations for
the construction of such systems are characterized by incompleteness and the presence of a significant
proportion of non-formalized provisions that make their practical use difficult.

An essential role in the teacher’s work motivation system is played by providing a social package
that includes a specific list of services, guarantees, and benefits to improve quality of life. Social
benefits can be provided both by the state and by the decision of the university management. In the
first case, guaranteed social benefits do not play a vital role since they are mandatory for all sectors
of the economy. Some universities, depending on their financial capabilities to stimulate effective
and high-quality work, can provide: social benefits in monetary terms; empowering the university
staff with the right to use the institutions of the social sphere of the university; social assistance to the
family of a university employee; providing housing, etc. [8].

However, we note that neither a fixed salary nor allowances, benefits, compensations of a social
nature are directly related to the results of the teacher’s work. Practically do not depend on how
intensively and efficiently he works during the year and, therefore, do not stimulate him to improve
their work continuously. The state or a collective agreement guarantees the receipt of the above
payments. Their existence only creates a sense of confidence and stability for the employee and plays
a positive role in attracting and retaining personnel.

Conclusion

Even though the models of material incentives are an integral part of the entire system of
motivation of the organization’s personnel and give significant positive results, they are to a certain
extent constrained. Over time, the employee becomes accustomed to a particular level of monetary
incentives received, which necessitates constant positive reinforcement and requires additional
financial costs from the employer.

Moreover, the system of material incentives is effective only in combination with other managerial
influences on the motivation of personnel, for example, with a well-functioning system of advanced
training. In this case, the use of material incentives is based on decisions in changing the quality of
work. Hence, the goal of managing labor motivation in a university should be the optimal combination
of both material and moral types of incentives for teachers to achieve high results of labor activity.

REFERENCES

1 J.Newstrom. Organizational Behavior: Human Behavior at Work, 13th Edition, McGraw-Hill Education,
2020, p. 554.

2 Bureau of National statistics. URL: https://stat.gov.kz/.

3 10 Countries With The Highest Professor Salaries In The World. URL: https://naibuzz.com/10-countries-
with-the-highest-professor-salaries-in-the-world/.

4 [Mununos. A. 3apruiata poccHiickoro mpodgeccopa B IpoILIOM, HacToseM 1 Oyaymiem // Alma mater
(Bectruk Boiciei mkoibl). — 2003. — Ne 4. — C. 33-42.

319



«Typan» yHUBepCcUTETIHIH Xa0apIIbIChl» FHUTBIMU >KypHaib! 2022 x. Ne 1(93)

5 TMmakcuit C. CBepxdKCIuTyaramnusi TPEroiaBareie — IaBHas yrpo3a BBICIICH IIKOJIE M Pa3BUTHIO
Poccun B XXI B. / Alma mater (BectHuk BoIcmiei mikoisr). — 2004, — Ne 3. — C. 16-22.

6 IlpenomaBatenssMm By3oB  yBemmumian 3apmiary. URL:  https:/kapital.kz/gosudarstvo/98746/
prepodavatelyam-vuzov-uvelichili-zarplatu.html.

7 Tlpuka3z Munuctpa obpaszoBanus u Hayku Pecriyonmuku Kazaxcran ot 25 mapta 2021 roma Ne 122. URL:
https://online.zakon.kz/Document/?doc_id=35013157.

8 Tyny E.I',, Haromosa M. /1., Pynosa T.A. UccienoBanue MOTHBAIINH TPYAOBOH JIEATEIHLHOCTH TIPETIOa-
Batels By3a // Becthuk MunuHckoro yauBepeuteta — 2018 — T. 6. — Ne3(24). DOI: 10.26795/2307-1281-2018-
6-3-13

REFERENCES

1 J.Newstrom. Organizational Behavior: Human Behavior at Work, 13th Edition, McGraw-Hill Education,
2020, p. 554.

2 Bureau of National statistics. URL: https://stat.gov.kz/.

3 10 Countries With The Highest Professor Salaries In The World. URL: https://naibuzz.com/10-countries-
with-the-highest-professor-salaries-in-the-world/.

4 Shipilov A. (2003) Zarplata rossijskogo professora v proshlom, nastojashhem i budushhem // Alma
mater (Vestnik vysshej shkoly). No. 4. P. 33-42.

5 Plaksij S. (2004) Sverhjekspluatacija prepodavatelej — glavnaja ugroza vysshej shkole i razvitiju Rossii
v XXI v. // Alma mater (Vestnik vysshej shkoly). No. 3. P. 16-22.

6 Prepodavateljamvuzovuvelichilizarplatu. URL: https://kapital kz/gosudarstvo/98746/prepodavatelyam-
vuzov-uvelichili-zarplatu.html.

7 Prikaz Ministra obrazovanija i nauki Respubliki Kazahstan ot 25 marta 2021 goda No. 122. URL: https://
online.zakon.kz/Document/?doc_id=35013157.

8 Gucu E.G., Njagolova M.D., Runova T.A. (2018) Issledovanie motivacii trudovoj dejatel'nosti
prepodavatelja vuza // Vestnik Mininskogo universiteta. V. 6. No. 3(24). DOI: 10.26795/2307-1281-2018-6-3-13

LI HIAKYAJL*!
JTOKTOPAHT.

*e-mail: shshakual@gmail.com
J.U. 3AKHPOBA,!

PhD.

e-mail: ulasdila@gmail.com
'«Typan» yHHBEPCHTETI,
Kazakcran, AjMaTHI K.

KOO OKbITYIIBIJIAPBIHBIH EHBET'TH
MATEPUAJIABIK BIHTAJIAHABIPY MOCEJIEJIEPI

Anjarna

MakanaHblH MaKcaTbl — Ka3aKCTaHJBIK JKOFApbl OKY OpPBIHIAPBIHBIH MPO(eccop-OKbITYIIbUIAp KypaMbliH
BIHTAJIAHIBIPYABIH )KaJIIBI KYHeciHae 611iM Oepy caachIHAaFbl eHOSKTi MaTepHaIbIK BIHTAIAHABIPY IpoOIeMaiapbIH
3eprrey. JKorapsl OLTiMIe CYPaHBICTBIH ©CYI JKOHE OKBITYIIBIHBIH JICYMETTIK MOpTeOeci MeH Oe/leiHiH TOMEeH LYl
OalikanaTblH Kasipri 3aMaHFbl JKarjnaiiapna mpogeccop-OKbITYIIBIIAD KYPaMBIHBIH €HOETiH BIHTAJIaHABIPYIbIH
YHBIMIACTBIPYIIBUIBIK YKOHE 3KOHOMHKAJIBIK TETIKTEPIH KeTiaipy OipiHII Ke3eKke WIbIFybl THic. Makanana y3ak
YaKpIT OOWBI € IKOHOMHKACHIHIAFHI JKaJJaKbIHBIH OpTallla JCHreliHeH apTTa KailFaH OiLmiM Oepy >KyheciHmeri
eHOeKaKbI IeHreiiHe Tanaay kacaiasl. by daxrt OiniM Oepy camachbiHIaFbl €HOGKKE BIHTAIAHABIPYIbI alTapIIbIKTai
TOMEHJeTeNl, Oy ©3 Ke3erinae OuTiM camachlH aHBIKTalAbl. Kasipri skorapel OKy OpeIHAapBIHAA Oap mpodeccop-
OKBITYIIBUIAD KYPaMBIHBIH €HOEriH MaTepHUalJIbIK BIHTAJNAHIBIPY JKYHECIHIH MIeKTeyJiniri aHblKTanabl. EHOek
KBI3METIHIH JKOFaphl JKOHE CallaJibl HOTHIKEJIEpiHe MYFalliMJIep/i bIHTAIaHBIPYIBIH SPTYPI TYpiepiH OipikTipy
HETi31HJe eHOEK MOTHBALMSACHIH OacKapy KaKETTUIIrT KepCeTUIreH. 3epTTey OaphIChIHIA PECMH JCPCKKO3ACPICH
aJbIHFaH KaliTalaMa CTaTUCTUKAIIBIK MOJIMETTEP, COHIal-aK I3CTYPIIi 9/icTep: rpaduKabIK, )KYHEIK Tajay ®oHe
CHHTE3, FBUIBIMU OaKBLIAY 9JIiCi, CaTBICTRIPY KOHE T.0. KOITAHBUI/IHL.

Tipek ce3aep: MOTHBAIMS, MaTCPHAIIABIK BIHTATAHIBIPY, CHOCKKE aKbl TeJsey, OiTiM Oepy casachl, KOFapbl
01J1iM, €HOEK MOTHBAIIHUSICHI, OKBITYIIBUIBIK CHOCK.
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IPOBJEMbBI MATEPHAJIBHOI'O CTUMYJIMPOBAHUSL
TPYJA HNPEIIOJABATEJIEM BY30B

AHHOTALUA

Lenbio maHHOH cTaThU SABISIETCA MCCIEJOBAHIE IPOOIeM MaTepUaIbHOTO CTUMYIMPOBAHUSA TpyAa B cdepe 00-
pasoBaHus B 00IIEi cucTeMe MOTHBAIMH TTPO(ECCOPCKO-ITPENOIaBaTeIbCKOIO COCTaBa Ka3axCTaHCKUX By30B. B co-
BPEMEHHBIX YCIIOBHSIX, KOT/Ia OJJHOBPEMEHHO HaOJIIOIaeTCsl pOCT CIpOCca Ha BBICIIEE 00pa30BaHUE M CHU)KCHHE CO-
IIUAJILHOTO CTaTyca M MpecTIrKa IPeroaBaTels, COBEPIICHCTBOBAHUE OPTaHU3AMOHHBIX 1 SKOHOMHYECKHX MeXa-
HH3MOB CTUMYJIMPOBAHUS TPyAa NPOPecCOpPCKO-NPENoaaBaTeIbCKOro COCTaBa JOKHO BBIXOIUTh Ha HEPBbIN IUIaH.
B crarbe nmpoaHaIn3upoBaH ypOBEHB OILIATHI TPyZa B CHCTeMe 00pa30BaHus, KOTOPBIi Ha MIPOTSHKEHUHU TITUTEIIBHOTO
BPEMEHH OTCTAeT OT CPEAHET0 YPOBHS 3apabOTHOMN IUIaThl B SKOHOMHKE CTpaHbI. JlaHHbBIH (DaKT 3HAYMTETHHO IOA-
pBIBaCT CTUMYJIBI K TpyAy B cdepe oOpazoBaHHs, KOTOPBIi, B CBOIO 04Yepe/lb, ONPEIENseT KaueCTBO 00pa30BaHMsI.
BbisiBiIeHa OrpaHHYEHHOCTh CYIIECTBYIOUIEH B COBPEMEHHBIX By3aX CHUCTEMBl MaT€pPHAILHOTO CTUMYJIMPOBAHUS
TpyAa MpodeccopcKo-IpernoaaBaTeIbckoro cocrapa. [lokasana HeoOXOMUMOCTb yIpaBiIeHUs] MOTHBAIMEH Tpyaa Ha
OCHOBE COYCTAHHS Pa3IMYHBIX BHIOB CTHMYIHPOBAHHS MperogaBareieil K Oonee BEICOKUM U Ka4eCTBEHHBIM pe-
3ylbTataM TPYAOBOM NeATeIbHOCTH. B X0/1€ ncceineoBaHus NCIOJIB30BaIMCh BTOPUYHBIE CTATHCTHYECKUE JaHHBIE U3
o(uInaTbHBIX HCTOYHUKOB, A TAKOKe TPAJUIMOHHBIE METOABL: IPaMIeCKHiA, CHCTEMHOTO aHAJIN3a ¥ CHHTE3a, METOX
Hay4YHOTO HaOJIOJICHUS, CPAaBHEHHUSI U TIP.

KoaioueBble ciioBa: MOTHBAIMS, MaTepHAIFHOE CTUMY/IMPOBaHUE, OIUIaTa TPyaAa, chepa oOpa3oBaHus, BEICIIEE
o0pazoBaHKe, MOTHUBALIUS TPY/AA, IPEMNOIABATEILCKUN TPY/I.
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