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Abstract

The article aims to reveal the university rating by its faculty motivation, which has an 
impact on human resources development in higher education sector and raises the 
university competiveness level. To achieve the given goal, the researchers have devel-
oped a model for evaluating the university rating on faculty work motivation by assess-
ing implementation of motivational factors in the university, their weight for determin-
ing its rating in comparison with the threshold value. 

The article examines blocks of motivational factors, such as material-monetary, ma-
terial-non-monetary and non-material. The authors believe that systemic and timely 
use of these blocks of motivational factors by the university may increase the lecturers’ 
professional skills level, quality of the educational program and the academic process 
itself and contribute to the growth of university competitiveness.

During the research, the lecturers were surveyed by using a structured questionnaire, 
and a model for assessing the university faculty motivation level has been developed 
based on the research outcomes. Comparative analysis of the obtained results and the 
threshold value have been made so that to come up with conclusions on the university 
rating. The survey has revealed that the university under study has the B+– class rating, 
which demonstrates a fairly high result. There have been made recommendations to 
the given university on achieving the higher-class rating. 
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Dana Kunanbayeva (Kazakhstan)
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INTRODUCTION 

In modern conditions, one of the main tasks that the university in-
tended to solve is the competitiveness growth, because a successful 
solution of this problem provides a profitable position in the market 
of educational services in the long term. Therefore, today’s universi-
ties pay special attention to improvement of the quality of educational 
programs. Qualified higher educational programs could increase stu-
dent’s enrollment, stimulate them to develop demanded skills, raise 
their employment level on the labor market. Such kind of programs 
can be offered and implemented by highly motivated professional aca-
demic staff. That’s why it is very important to:

1) create valid motivational tools and mechanisms to increase pro-
fessional skills of the academic staff by the universities;

2) develop indicators to evaluate competitiveness rate by implemen-
tation of motivational programs for academic staff. 
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Kazakhstan universities’ top management changes its attitudes in regard to the management of academ-
ic staff, as they understand that the lecturers are the key persons of the whole academic process. There 
are some tools of academic staff motivation used by the universities of Kazakhstan not as a system.

The system of motivational program makes it possible to increase self-interest of each academic staff in 
the results of their work. 

According to the research results, the authors think that each university should develop and implement 
successful motivational program that can contribute to improve the quality of educational program 
and raise its competitiveness. Of course, each university may develop its own motivational program, 
depending on its financial and economic status.

1. LITERATURE REVIEW 

The problem of the university competitiveness 
growth is studied by many domestic and foreign 
researchers and is interpreted by them in different 
ways.

According to professor Fatkhudinov (2006), uni-
versity competitiveness is presented by:

1) training of specialists who can withstand 
competition on a specific external and inter-
nal labor market; 

2) development of competitive innovations in 
the field where the university specializes;

3) conducting an effective reproduction policy 
in all areas of its activities.

The following authors Savenkova, Sovetkina (2014) 
use the working definition of competitiveness as 
the ability of the university to meet the needs of 
consumers of educational services in a certain 
set of professional knowledge, skills and abilities 
in conditions of direct and indirect competition. 
Despite the fact that the authors have different 
definitions of the term “competitiveness of the 
university”, they are united in the fact that the 
competitiveness of the university is related to the 
training of personnel that can withstand competi-
tion in the labor market. The university rating de-
termines, first of all, how the problem of ensuring 
the quality of graduates’ training has been solved. 
To assess the quality of educational services, dif-
ferent indicators can be used in a complex, such as 
the training level of the university academic staff, 
the material and technical base of the university, 

the discipline and responsibility of lecturers and 
students, etc. Saylaubekov, Kirichok, Bagitova 
(2013) have developed a dynamic normative mod-
el for assessing the university’s rating by analyzing 
the following indicators: the quality of teaching, 
the quality of learning and the profitability of the 
university.

In the educational process, the academic staff plays 
a key role in the training of competitive gradu-
ates. Taking into account the current development 
condition of the educational service market in 
Kazakhstan, the authors think that the successful 
motivational program, which is implemented by 
the university’s top management, can contribute 
both to improving the quality of graduates’ train-
ing process, employment level of graduates, and 
motivation of the university academic staff. In the 
authors’ point of view, the system of motivational 
factors makes it possible to increase self-interest 
of each academic staff in the results of their work. 
The motivational program, which is developed by 
the university’s top management, would consist 
of groups of factors, such as material-monetary, 
material-non-monetary and non-material. Active 
use or rejection of these factors has a positive or 
negative multiplier effect on increasing the com-
petitiveness of the university. So, in the opinion of 
Mustak A. Said and Imrab Schaen (2013), an in-
terested, motivated teacher plays a significant role 
in the effective functioning of the educational in-
stitution. The position of Chux Gervase Iwu et al. 
(2017) is that the teachers’ level of motivation has 
a significant correlation to learner performance, 
it is, therefore, crucial to find ways of improving 
their job satisfaction. Creation of conditions for 
increasing the internal motivation of lecturers and 
improving the quality of the innovative climate 
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at the university (Khachaturyan, Smailova, et al., 
2017) would allow them to search for innovative 
teaching methods, to improve them theoretical 
knowledge base, to formulate and update the con-
tent of practical tasks on the discipline are taught. 
That helps to enrich the structural content of the 
discipline, which could lead to an improvement in 
the quality of educational programs and the whole 
organization of the academic process in the uni-
versity. On the other hand, these actions improve 
the development of the professional competence 
of the lecturers.

The university as an organization, which is offer-
ing the educational services, sets a goal to achieve 
competitiveness growth through various ways; 
one of them is the motivation of academic staff. 
As stated in the Economic Dictionary (2005), mo-
tivation is the person stimulating process to work 
hard in order to achieve any goals, the existence of 
interest in such activities and the ways of its initi-
ating and motivating.

Professor Vilyunas (2006) states that motivation is 
the aggregate system processes, which is responsi-
ble for motive and activity. Therefore, motivation 
can be considered as a factor that develops human 
resources of the higher education sphere, enhanc-
ing the professionalism of lectures, which have a 
positive impact on the quality of the services that 
are provided.

Thus, the purpose of this research paper is to de-
velop a model for evaluating the university rating 
on faculty work motivation by assessing imple-
mentation of motivational factors in the universi-
ty. Subject of the research is a competitiveness of 
the university.

2. RESEARCH METHODS 

The method of survey was used and, based on the 
research outcomes, the model for evaluating the 
university rating is constructed. The aim of the 
model is to asses the implementation of motiva-
tional factors in the university to determine the 
university rating. The results of the research ob-
tained on the basis of the constructed model were 
compared with the threshold value in order to 
come up with conclusions on the university rating 
on motivation of lecturers’ work. 

The questionnaire was structured according to 
the professor Rimskoya (2006), and consists of 
three blocks of the motivational factors, such as 
material-monetary, material-non-monetary and 
non-material factors. Regular and efficient use of 
these motivational factors may help the university 
management to develop university academic staff, 
improve the quality of education, academic train-
ing process and as a result raises the competitive-
ness of the university (Figure 1).

Figure 1. The impact of university faculty motivation on the university competitiveness growth

Non-material 
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Material
(non-monetary) 
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In the questionnaire, there was used the Likert 
scale, which makes it possible to identify and as-
sess respondents’ opinions using the answers from 
1 (completely disagree) to 5 (completely agree) 
(Armstrong, Kotler, 2017).

Below, the method for assessing the university 
rating on faculty work motivation was offered. Its 
aim is to assess implementation of motivational 
factors in the university. This method has the fol-
lowing steps:

1) the primary data collection and its analytical 
proces sing;

2) calculation of assessments for the performance 
of indicators for the corresponding blocks of 
motivational factors (material-monetary, ma-
terial-non monetary and non-material);

3) calculation of estimates of the analyzed 
block’s weight and each indicator of the cor-
responding block;

4) calculation of assessments for the perfor-
mance of indicators for the corresponding 
blocks of motivational factors taking into ac-
count its weight;

5) evaluation of the block of motivational factors;

6) general assessment of the motivation of the 
academic staff work in the university or the 
university rating on the motivation of the aca-
demic staff work.

3. RESEARCH RESULTS

Below, each of these steps is examined in detail.

Step 1. Data collection and 
analytical processing of the primary 
information

As it was mentioned above there was used a ques-
tionnaire method to collect primary information 
among the lecturers of the university. The struc-
ture of the questionnaire consists of two sec-
tions. The first section covers issues reflecting the 
main forms of motivation for an academic staff 

at a higher school. This section consists of three 
blocks of motivational factors. The second section 
contains questions that characterize the general 
information about the respondents.

The survey was conducted among lecturers work-
ing in the field of “Economics” of the Kazakh 
Ablaikhan University of International Relations 
and World Languages (Kazakhstan, Almaty). 
42 respondents participated in the survey. The age 
of the academic staff who participated in it is as 
follows: 11.8% – up to 30 years; 54% – from 31 to 
45 years; 23.9% – from 46 to 64 years and 9.5% – 
older than 65 years. The positions of the respon-
dents are shown in Table 1.

Table 1. The position of the respondents

The position of respondents 
who participated in the 

survey

The number 
of academic 

staff
%

Professor 3 7.1

Associate professor 17 40.5

Senior lecturer 14 33.35

Assistant professor 8 19.05

Total 42 100

As shown in Table 1, a large number of respond-
ents occupy positions of an associate professor at 
40.5% and a senior lecturer at 33.35%, while the 
share of professors and assistant professors who 
participated in the survey were 7.1% and 19.05, 
respectively. 

The work experience of the lecturers who partici-
pated in the questionnaire is presented in Table 2. 
Results of this indicator were as follows: 28.65% of 
total numbers of lecturers have worked for more 
than 10 years, 40.5% of respondents have worked 
at this university for less than 3 years, 11.8% have 
worked for 3 to 5 years, and 19.05% of assistant 
professors participating in the research have a 
work experience of 5-10 years (Table 2).

Table 2. Work experience of lecturers 

Work experience of lecturers Number of 
lecturers %

Less than 3 years 17 40.5

3-5 years 5 11.8

5-10 years 8 19.05

More than 10 years 12 28.65

Total 42 100
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As was mentioned above, there were used the 
following groups of motivation factors, such 
as material-monetary, material-non-monetary, 
non-material factors, by following the recom-
mendations of professor Rimskaya. She grouped 
these factors as the main motivational incentives 
for academic staff to improve the quality of ed-
ucational services within the framework of the 
QMS (Quality Management System) (Rimskaya, 
2006). Based on the model, which was proposed 
by her, the list of motivational factors was iden-
tified by the authors. These factors may allow 
us to evaluate the activity of the university from 
the point of view of using motivational incen-
tives that inf luence the development of human 
resources and raise its competitiveness on the 
educational market. 

These motivation factors are grouped into the 
following three blocks: the first block is the 
material- monetary factors (MMF); the second 
block – material-non-monetary factors of moti-
vation (MnMF); the third block – non-material 
factors of motivation (NMF).

The information received through the question-
naire by using the Likert scale is used in Tables 
3-5. At the same time, the number of respon-
dents who rated the corresponding factor as “1” 
(completely disagree) is added to column 3 and 
denoted by 

1,k

id  the number of respondents who 
rated the corresponding factor as “2” (rather 

disagree) is written in column 4 and denoted by 

2 ,k

id  the number of respondents who chose the 
value of “3” (rather agree) is entered in column 5 
and denoted by 

3 ,k

id  the number of respondents 
with a value of “4” (agree) is added to column 6 
and denoted by 

4 ,k

id  the number of respondents 
who rated the corresponding factor with a value 
of “5” (completely agree) is added to column 7 
and denoted by 

5.
k

id  Hereinafter, i is the num-
ber of the factor of the k-th block of motivational 
factors, where k = 1, 2, 3.

Step 2. Assessment of the university 
implementation of motivational 
incentives by each of the 
motivational factor blocks

This assessment of indicator 
k

iD  for i  factor from 

the k  block of motivational factors is calculated 

according to the following formula:

5

1

3 4 5 .
k k k

i i ik

i
k

ij

j

d d d
D

d
=

+ +
=

∑
 (1)

The maximum value for this assessment is deter-
mined within the framework of 0 1.k

iD≤ ≤  It 
will be assumed that the threshold value is 0.51, i.e. 
most respondents (more than 50% agree with this 
factor). The obtained estimates are entered in col-
umn 9 in Tables 3-5.

Table 3. Calculation of assessments on the implementation of the block  
“material-monetary factors” (MMF)

No Factors
The number of respondents who were

Total number 
of respondents

Assessment 
results 1

iDCompletely disagree Rather 
disagree

Rather 
agree Agree Completely 

agree

1 MMF 1 2 3 8 5 24 42 0.88

2 MMF 2 4 5 15 8 10 42 0.785

3 MMF 3 – – – – 42 42 1

4 MMF 4 4 5 11 12 10 42 0.785

5 MMF 5 3 3 9 5 22 42 0.857

6 MMF 6 4 6 17 4 9 40 0.75

7 MMF 7 5 7 7 5 16 40 0

8 MMF 8 10 4 8 3 17 42 0

Note: MMF 1 – I have additional payment for practical skills and knowledge used in my work (foreign languages, new information 
technologies); MMF 2 – My salary satisfies me; MMF 3 – There is timely payment of my salary; MMF 4 – There is the effective 
bonus system at the university; MMF  5 – Monetary rewards affect my productivity; MMF  6 – I have a respectable salary; 
MMF 7 – I have a bonus for the following types of work (publication of manuals with the stamp of the methodology committee, 
monographs, and textbooks); MMF 8 – I have payments for the publications in scientific research journals, including foreign 
ones by the university; 

1

iD  – the assessment results of the implementation of motivation factors of the academic staff work on 
the 1st block.
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Table 4. Calculation of assessments on the implementation of the block “material-non-monetary 
factors” (MnMF)

No Factors
The number of respondents who were

Total number of 
respondents

Assessment 
results 2

iD
Completely 

disagree
Rather 

disagree
Rather 
agree Agree Completely 

agree
1 MnMF 1 9 2 6 11 14 42 0.74

2 MnMF 2 5 9 9 9 10 42 0.666

3 MnMF 3 10 10 6 3 13 42 0.523

4 MnMF 4 8 6 4 5 19 42 0.666

5 MnMF 5 2 1 7 9 23 42 0.928

6 MnMF 6 1 6 12 23 42 0.976

7 MnMF 7 10 7 3 4 18 42 0.595

8 MnMF 8 13 5 3 5 16 42 0.571

9 MnMF 9 8 6 7 3 18 42 0.666

Note: MnMF 1 – I have a workplace or a personal space for work at the university; MnMF 2 – I am satisfied with the working 
conditions in my organization; MnMF 3 – I have the possibility to use organization transport to perform the tasks given to me; 
MnMF 4 – I have the opportunity to earn income from additional work (part-time work); MnMF 5 – I have the possibility of 
free access to library and electronic sources of information for scientific research work; MnMF 6 – I have the possibility of free 
access to library and electronic sources of information to prepare for classes, conduct educational work; MnMF 7 – I have the 
possibility of using the social facilities of the university (corporate housing, kindergarten, sports complex, recreation center); 
MnMF 8 – I have a social package (insurance, health examination, free meals, and transportation costs to workplace); MnMF 9 
– There is a social care of top management about employees: free education (or partial payment) for children of lecturers in the 
university; 

2

iD  – the assessment results of the implementation of motivation factors of the academic staff work on the 2nd block.

Table 5. Calculation of assessment on the implementation of the block “non-material factors” (NMF)

No Factors
The number of respondents who were

Total number of 
respondents 

Assessment 
results 3

iDCompletely 
disagree

Rather 
disagree

Rather 
agree Agree Completely 

agree

1 NMF 1 1 2 9 7 23 42 0.93

2 NMF 2 4 4 8 10 16 42 0.81

3 NMF 3 2 4 14 22 42 0.95

4 NMF 4 2 2 3 8 27 42 0.90

5 NMF 5 5 6 6 8 17 42 0.85

6 NMF 6 3 5 10 7 17 42 0.81

7 NMF 7 3 7 7 3 22 42 0.76

8 NMF 8 4 3 7 7 21 42 0.83

9 NMF 9 1 1 8 8 24 42 0.95

Note: NMF 1 – I have the possibility to participate in the implementation of the development programs of the university, faculty, 
specialty; NMF 2 – Top management is available to me to solve working issues; NMF 3 – The university where I work has a 
high rating; NMF 4 – The university has financial stability; NMF 5 – I have possibility to study abroad, have a foreign travel; 
NMF 6 – I have to attend upgrade training course; NMF 7 – There is an opportunity for career growth at my university; NMF 8 
– There is gratitude from the administration; NMF 9 – I am satisfied with the moral climate that has been made in the my work 
environment; 

3

iD  – the assessment results of the fulfillment of motivation factors of the academic staff on the 3rd block.

Step 3. Assessment of the analyzed 
block weight and each indicator  
of corresponding block

To assess the weight of each block, the method of 
expert evaluations is applied (Sailaubekov, 2009), 
which allows based on the preferences of the in-
terested party, to rank the importance of blocks of 
factors motivating the work of university lecturers.

Within the framework of the expert evaluation 
survey, there were participated experts work-

ing in the field of education for more than 10 
years. They are the deans, the head of the per-
sonnel department, the head of the education-
al process department, and others. Experts 
were offered to consider the above-mentioned 
blocks of factors motivating the work of lectur-
ers to rank the importance of these blocks. In 
accordance with the method of expert estima-
tion, each of the experts had to propose their 
own rating preference of the blocks motivating 
the work of lecturers. The results of the expert 
analysis are as follows: 
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1 2 3 ,B B B   (2)

where 1B  – material-monetary block of motiva-
tion factors, 2B  – material-non-monetary block 
of motivation factors, 3B  – non-material block of 
motivation factors,   – sign of preference.

Based on preferences (2), a matrix of pair compar-
isons is constructed for academic staff work mo-
tivation blocks (Table 6). In this case, if one block 
of factors is preferable to the other, then, in one 
of the corresponding cell of columns 2-4 of the 
matrix of pair comparisons is written 1, otherwise 
zero. Thus, the cells of the matrix of pair compari-
sons are filled according to the following formula:

1,  if 
,

0,  if 

k j

kj

k j

B B
m

B B

>  =  >  
 (3)

where k  – number of line (block), j  – column 
number.

Then, the values of the comparisons are summa-
rized by the line and entered in column 5 of the 
Table 6.

The weight of the corresponding block of fac-
tors that motivate lecturers is determined by the 
formula:

3

1

3

, 1

.

kj

jk

kj

k j

m

m

µ =

=

=
∑

∑
 (4)

Calculations, which are obtained by using the for-
mula (4), are written into the corresponding cells 
of column 6 of Table 6.

Table 6. The matrix of paired comparisons  
of motivation factors’ blocks

The block 
(groups) of 
factors (B)

B1 B2 B3 Sum
Block 
weight, 

kµ

B1 1 1 1 3 0,5

B2 0 1 1 2 0,3333

B3 0 0 1 1 0,1667

sum – – – 6 1

Next, there are determined the weight of each fac-
tor by using the following formula:

,
k

k

i k

µµ
ϕ

=  (5)

where 
k

iµ  the weight of the i  – factor of the k  – 

block, 
kϕ  – number of factors in the k  – block.

By using the formula (5), we obtain the follow-
ing weight estimates for the i-th factor of the k-th 
block:

1 0.5
0.0625

8
iµ = =

2 0.333
0.037

9
iµ = =

3 0.1667
0.0185

9
iµ = =

When there was calculated the weight of each 
factor of the corresponding block, it were as-
sumed that these factors have the same weight 
within the block. In the more general case, i.e. 
when the factors have different weights in-
side the unit (block), it should be applied the 
method of expert assessments within each unit 
(block).

Step 4. Assessment  
of the implementation  
of indicators for the corresponding 
motivational factor blocks  
with its weight

The assessment of implementation of indicators 
for the i-th factor of the k-th block of motivational 
factors by taking into account its weight ( )k

iK  is 
determined by the following formula:

.k k k

i i iK Dµ= ⋅  (6)

By using the formula (6), there are obtained 
results on the implementation of indicators 
for the i-th factor of the k-th block of motiva-
tional factors by taking into ac count the weight 

( ).k

iK  These results are written in column 5 of 
Tables 7-9.
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Table 7. Assessment of the implementation of 
the material-monetary block (group) factors 
taking into account its weight

No Factors Weight of 
factors 1

iµ  
1

iD

Evaluation of 
factors taking 

into account its 
weight, 

1

iK
1 MMF1 0.0625 0.877 0.0550

2 MMF2 0.0625 0.785 0.0490

3 MMF3 0.0625 1 0.0625

4 MMF4 0.0625 0.785 0.0490

5 MMF5 0.0625 0.857 0.0468

6 MMF6 0.0625 0.75 0.0833

7 MMF7 0.0625 0 0

8 MMF8 0.0625 0 0

9 Total results 
of the block 1 0.346

Table 8. Assessment of the implementation 
of the material-non-monetary block (MnMF) 
factors taking into account its weight

No Factors Weight of 
factors 2

iµ
2

iD

Evaluation of 
factors taking 

into account its 
weight, 

2

iK
1 MnMF1 0.037 0.74 0.0273

2 MnMF 2 0.037 0.666 0.,0246

3 MnMF 3 0.037 0.523 0.0194

4 MnMF 4 0.037 0.666 0.0246

5 MnMF 5 0.037 0.928 0.0343

6 MnMF 6 0.037 0.976 0.0361

7 MnMF 7 0.037 0.595 0.0220

8 MnMF 8 0.037 0.571 0.0211

9
MnMF 9

0.037
0.666

0.0246

10 Total results 
of the block 2 0.2344

Table 9. Assessment of the implementation  
of the non-material block (NMB) factors taking 
into account its weight

№ Factors Weight of 
factors 3

iµ
3

iD

Evaluation of 
factors taking 
into account 

its weight, 
3

iK
1 NMF 1 0.018 0.93 0.0171

2 NMF 2 0.018 0.81 0.0149

3 NMF 3 0.018 0.95 0.0176

4 NMF 4 0.018 0.90 0.0167

5 NMF 5 0.018 0.85 0.0157

6 NMF 6 0.018 0.81 0.0149

7 NMF 7 0.018 0.76 0.0141

8 NMF 8 0.018 0.83 0.0154

9 NMF 9 0.018 0.95 0.0176

10 Total results of the block 3 0.1445

Step 5. Total assessment  
of implementation of motivational 
factor blocks indicators 

Assessment of the implementation of motivation-
al factor blocks indicators ( )k

iK  is determined by 
using the following formula:

1

.

k

k k

i i

i

K K
ϕ

=

=∑  (7)

According to the formula, the results of the assess-
ment are as follows:

1 0.346K =    
2 0.2344K =    3 0.1445K =  (8)

These results are written in Tables 7-9, column 5, 
and the rows 9.10.10, correspondingly.

Step 6. Total assessment  
of the academic staff work 
motivation (university rating  
based on the academic staff 
motivation)

The overall assessment of the university faculty 
work motivation or the rating of the university on 
the motivation of the academic staff work is calcu-
lated by the following formula:

1 2 3.R K K K= + +  (9)

The formula (9) determines the rating assessment of 
the academic staff motivation. It takes into account 
the importance of the group of indicators by intro-
ducing weight indices to differentiate the assessment 
in accordance with the threshold values of evalua-
tion. The threshold value is defined as 0.51 points.

The result of rating estimation on the academic 
staff work motivation of the studied University is 
in the period from 0 to 1.

The formula (9) and calculations (8) are used to 
identify the rating of the given university on the 
academic staff work motivation, which is equal to:

0.346 0.2344 0.1445 0.7249.R = + + =  

According to the research outcomes, the studied 
university has a grade B+ that belongs to the inter-
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vals of 0.71-0.80 in Table 8. According to the clas-
sification, this is a fairly high result.

There are proposed the following classification of 
rating assessment of the academic staff motivation, 
which divides the period from 0 to 1 into a number 
of intervals (Table 10).

The main characteristics of the proposed method: 
“Classification of the university rating on academic 
staff work motivation” are as follows:

• the proposed method is based on an integrat-
ed approach in assessing the motivation of 
lecturers;

• the rating assessment is based on survey/ques-
tionnaire data;

• the rating score is comparative;

• the flexible computational algorithm is used to 
obtain the rating evaluation of academic staffs 
‘ work motivation.

CONCLUSION

In the given research paper, the complex method of estimation of academic staff work motivation (as-
sessment of the university rating on academic staff work motivation) is developed. This method is tested 
on the basis of Kazakh Ablai khan University of international relations and world languages. There 
was assessed the motivational factors implementation in the university by taking into account their 
weight. This algorithm includes the following steps such as  primary data collection and its analytical 
processing, calculation of assessments for the performance of indicators for the corresponding blocks of 
motivational factors (material-monetary, material-non monetary and non-monetary), calculation of es-
timates of the analysed block’s weight and each indicator of the corresponding block, calculation of as-
sessments for the performance of indicators for the corresponding blocks of motivational factors taking 
into account its weight, evaluation of the block of motivational factors, general assessment of the moti-
vation of the academic staff work or the university rating on the motivation of the academic staff work.

Comparative analysis of the obtained results and the threshold value have been made so that to come 
up with conclusions on the university rating. This model may be used to determine the current rating of 
the university on the faculty work motivation, which has impact on the human resource development 
and the university competitiveness growth. The survey has revealed that the university under study has 
the B+– class rating (0.7249), which demonstrates a fairly high result according to Table 10. There have 
been made recommendations to the given university on achieving the higher class rating. 

RECOMMENDATION

On the basis of the conducted research, there were proposed recommendations aimed at the develop-
ment of human resources and raise the rating of the University on the motivation of the academic staff, 
among which the following of them should be noted:

Table 10. Classification of the university rating on academic staff work motivation

Grade Position Rating results The meaning of rating value

А

А+

High 0.81-1.0

0.95-1.0

А 0.91-0.95

А– 0.81-0.9

В

В+

Medium 0.51-0.80

0.71-0.80

В 0.61-0.70

В– 0.51-0.60

С С Low 0-0.50 0-0.50



101

Problems and Perspectives in Management, Volume 16, Issue 3, 2018

• taking into consideration the situation with the shortage of textbooks, manuals and cases, especial-
ly in Kazakh language, the higher education institution should provide incentives for academic staff 
to increase the publication of them;

• in order to stimulate publications in foreign scientific journals, including cited publications, high-
er education institution should introduce options to encourage academic staff for active research 
activities.
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