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General description of work

Topicaliy of research. Significant challenges are looming at the
current stage of d
of them are associated with fact that today, the organizations have to work

p of 2 t theory and practice. Many
under conditions of continuous innovations, and consequently taking
into account the mutual influence of many factors of these and external
conditions, modern management needs to develop the capacity to adapt to
its cc ly changing envir . Moreover, in the existing aggressive

business environment, when the level of technology development allows
the successful crganizations for replicating the “yesterday’s™ innovation
within a very short time. competitive advantage can be achieved only
through the adequate motivation of the staff. And motivated staff is a
prerequisite for the consistent implementation of a strategy of the
organizations. strengthening their market positions and ultimately for
success of these organizations.

Establishmentand development of effective motivational mechanisms
should contribute to reducing conflicts. harmonization of the relationships
between swaff. enhancing the self-organization, self-development and
self-fulfillment, which ultimately rise labor productivity and quality
of performed work. It is important to create an effective mechanism of
staff motivation management. achieve a right ratio of material and non-
material incentives, because only a balanced system of them allows us for
retaining the loyalty of staff. reducing the negative results of resistance
arising when adopting innovative changes and organizational novelties,
and by that, achieving the full impl ic goals of the
organization.

The necessity of motivation management, as well as in-depth study

ion of the

&

of its manifestations become even more relevant in the innovative
organizations, because achieving competitive advantage. especially
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its maintaining. is impossible without innovations. In fact, there is no
successful management with no innovation. Consequently, it is necessary
to provide consistent motivation foremployees and study its contemporary
manifestations in the innovative ¢ izations. And this confirms the
need for performing more in-depth studies of the mentioned area that

determines the relevance of the topic of this dissertation.

Goal and objectives of research. Actually, a certain system of
staff’ motivation is in place in all organizations. However, each of them,
along with its positive sides, is characterized by negative manifestations
as well, which prevent them from taking full advantage of the existing
competences of staff that in fact, mhibits further development of these
organizations. That is why study of specifics of job motivation in the
innovative organizations enables managers of these organizations
to the shortcomings of their own motivation system, and to concern
with its further improvement. Accordingly, at the current stage, it is of
high importance to develop scientist-practical recommendations and
methodologies for theoretical justification for the creation of the effective
motivation mechanisms. To achieve the goal. we sei the following
objectives to resolve:

* Study and analysis of job motivation, as a process in the modern
innovative organizations:

*  Study of optimality of combining internal and external factors of
motivation for the innovative organizations;

e Study of manifestations of specificts of job motivation
management in the innovative organizations by using modern methods
of motivation diagnosis:

* Conducting a sociological survey for studying the structure of job
motivation. analysis of the results obtained on the basis of sociological
research and developing relevant recommendations:

® Developing recomendations on improving the mechanism
40

of motivation management for the modern innovative organizations,
generally and specifically;

* Determining specifics of interrelation between motivations and
incentives in the system of higher education and studying the motivation
kernel teaching staff.

Novelty of research. In spite of numerous publications, theses of
the conference, articles or books. in conditions of innovations boom,
the methods of job evaluation and motivation directions are changing.
From this point of view. the given dissertation is a research study, which
fully describes specifics of motivation management in the innovative
organizations, taking full account of which will enable the appropriate
organizations 10 be ful. In particular, the proposed research:

® describes the principal points of all more or less known theories

of motivation in management science, and based on the similarity,
difference and interrelation of these points, they have been systematized;

o formulates the basic principles of constructing the mechanism of
motivation management in the innovative organizations:

® examines those major factors, which may result from the
innovative changes in the organization, and due to which the person resists
to them inwardly, that is thay cause demotivation. There are suggested
rec dations on ov ing these antagonisms:

e formulates the modem innovative trends associated with the
reform of the higher education system of Georgia, and its integration into
the world’s education space:

e formulates those basic changes and relating to them problems,
which are associated with the activities ol teaching staff under conditions
of a shift from traditional to innovative teaching:

e based on the job motivation diagnosis, there have been formulated
qui which diti

the a sharp reduction n the subjective
views regarding the faimess of the evaluation of the work contribution.
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Object and scope of research. The object of research is represented

by study and analysis of the motivation system in the innovation-oriented
rpanizti as well as h investigation on the modern direction
of the process of its formation and development. But, scope of research
is the forms of motivational behavior and methods for activation of stafl.
Theoretical and practical bearing of research. The paper has
both practical and theoretical bearing. It dwells on those practical issues,

a knowledge of which is necessary not only for managers engaged in
business sphere, but also for government managers, and, generally,
for all specialists interested in motivational management. It will help
managers to better adapt to the existing environment under conditions of
rapid innovations. The results of research can be used in studying such
h ical ses as: Manags Bases, | ve M

Business Administration. Leadership and Motivation Management, etc.

Research  methodology and  author’s contribution. The

hodological basis of! hisrep d by i
theory and basic principles and regularities of management science, as the
fundamentals of staff motivation management. The problems highlighted
in h. have been d and studied from the standpoint of both
theoretical justification and practical application.

Various aspects of job motivation have been extensively
covered in the domestic and foreign literature and academic papers.
Especially noteworthy are the works of researchers such as: F. Taylor,
E. Mayo, A. Maslow, F. Herzberg, C. Alderfer, L. Potter, S. Adams, D.
McGregor. D. McClelland. V. Vroom, W. Ouchi. S. Richie, P. Martin,
K. Daft. V. Gerchikov, A. Litviniyuk, C. Zamfir et al, Significant
research works on motivation issues have been also performed by
Georgian researchers: E. Baratashvili, B. Mgebrishvili, N. Lazviashvili,
P. Tsotskolauri. L. Takalandze, G. Mestvirishvili, G. Shikhashvili,
G. Shubladze, T. Khomeriki, L. Chagelishvili, E. Julakidze et al.
42
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Their works reveal and describe the basic conditions, principles and
classification of motivation. modern motivation strategies, the issues of
improving the forms and methods of material and moral incentives, and
soon.  However, these works do not sufficiently reflect specifics of
Job motivation management in different various sectors of the economy.
moreover in the particular innovative organizations. In a dissertation,
there have been widely used statistical materials of the questionnaire-
based surveys on the specifics of motivation management by workplaces
and occupations; the attitude of staff towards changes (innovations).
as well as staff”s motivating direction: motivational profile of staffs in
a higher education system; a cc prehensive proc

Lival I
(S

of

motivation in the innovative organizations, as well as the opinions of the
respondents on improving the effective mechanism of motivation.

The author’s contribution to the rescarch works on studying the
modern problems of motivation and their specifics in the innovative
organizations is expressed in the following academic papers:

I. Remember that wealth is an bligati Socio-E;
Problems of the Region's Devel I - 11 International Scientific
Conference dedicated to the 25" Anniversary Kutaisi Technical | Iniversity.
Kutaisi, 1998, p. 135-138

2. Portrait of a modern manager. Journal “Economic Profile”, No
7,2010, p. 48 -50 D ceconomicprofile.org/mains 7-20 10

3. On the issue of 2 t of the ic | ial of
vthe enterprise. Georgian Economy and Socio-Economic Problems of
Sustainable development. 11 Scientific-Practical Conference of teaching
staff. Kutaisi University, 2010, p. 94-96.

4. The g is of izing I centers. Journal
“Economic Profile™, No 8. 2010, p. 67-71. htip:economicprofile.org/

o
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5. The genesis of Georgian educational centers. Scientific-
Practical Conference dedicated to the 80th birth aniversary of academician
V. Kelbakiani. ATSU, Kutaisi University and Georgian Academy of
Educational Sciences. Kutaisi, 2014, p. 252-254.

6. Some aspects of modern Georgian management. Journal
“Economic Profile™. No 14, 2014, p. 18-20. hipz/economicprofile org/

archives/438
7. Theoretical and practical aspects of consistent motivation.
Economics, Tourism and Information Technology in the Country’s

Development: Challenges and Prospects. International  Scientific-
Practical Conference. Kutaisi, 2014, p. 76-78.

8. The algorithm of social and psychological methods of
management in the innovative enterprises. Messenger of the Akaki
Tsereteli State University, No 1(5). 2015, p. 43-50.

9. Modern methods of job motivation. Journal “Economic
Profile™, No 16, 2016, p. 31-35. hitp: /cconomicprofile.org/archives 820

10. Motivation crowding theory in modern management.
Messenger of the Akaki Tsereteli State University, No 1(7), 2016. p. 31-
Ry

11. Technological innovations in institutions of hig her education:

pr and their
do prakiyki. / Economy. Zarzadzanie. Priorvieiowe obszary badawcze:
od teorii do praktyki /Lublin 28.02.2017. —p.30-31 view/1127
12. The attitude of teaching staff of institutions of higher
ducation to the changes. Journal “Actual problems of economics,

Priorytetowe obszary badaweze: od worii

sociology and the law™, 2017, No 2. —p. 56-58

For the purpose of periodic evaluation and monitoring of works
carried out by doctoral candidate, there were conducted twice (on 10"
of March 2016 and 25 of January 2017) the colloquium. Approbation
of work was held at the Department of Business Administration of the
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Akeki Tsereteli State University on 4 April 2017 (experts: 1. Tsereteli,
Associate Professor of ATSU: G. Shanidze, Associate Professor of ATSU;
T. Dudauri, Associate Professor of Caucasian International University),
where it was approved and rec ded for public defi

Volume and structure of dissertation. Dissertation comprises 177
computer printing pages. It includes Introduction part, three chapters, 9
paragraphs and concl The text includes 14 tables, 10 drawings,
3 diagrams and 19 annexes. A list of 92 References appears below, The
structure of work has the following form:

Introduction

Chapter 1. Conceptual framework of motivation in the process
of development of innovative organizations

1.1. Civilization stages of society and the genesis of motivation
theories

1.2. Modern alternative theories of motivation

L.3. Basic principles of motivation in the innovation-oriented
organiztions

Chapter 2. Innovative ck
of motivation management

ges in the organization and probl

2.1. Innovative changes in the organiztions and staff motivating
factors
2.2. Innovation in the educational system and related problems

2.3. Management of the innovative potential of a higher education
system

Chapter 3. Modern methods of
innovation-oriented organiztions

ion in the

3.1. Modern methods of job motivation diagnosis in the innovation-
oriented organiztions

3.2. The importance of social and psychological methods of
motivation in the innovation-oriented organiztions
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3.3. The structure of the incentives and motivation system in

professional activities of teachi g staff
- Conclusions and dati
References
Annexes

Content of dissertation

The first chapter of dissertation “Conceptual framework of
motivation in the process of development ofinnovative organizations”
refers to the genesis of motivation theories, its modern and alternative
theories, as well as specifics of the intensives in the innovation-oriented
organizations. In particular. it was Justified that the development of
management sciencs was directly or ind rectly associated with the
development of motivation policies. Moreover. the methods and means of
motivation of the subordinates were appropriate to the level of production
development, the state of society, the needs of people, culture, traditions
and religion of a nation, and it will always remain so.

The results of research investigation on motivation problems, as a
rule, have been reflected in the theories and approaches, the number of
which today exceeds 50. Their use allows managers for predicting the
subordinates’ behavior. An American professor Richard Daft. in add:tion
to three basic approaches to motivation (traditional approach, approaches
from the position of human relations and from the position of human
resources), highlights one more direction, which he describes as modern
approaches (see Fig. 1).

Study of traditional approach to motivation dates back to the time
of scientific management. The founder of scientific management F. Taylor
and his followers considered the hired worker as *“economic man”, which
was ready 1o perform much more work to be paid higher for his labor, By
46

the mentioned approach. in a system of wages and incentives. which was

aimed at increasing labor productivity, the level employee’s salary was

strictly capped to match the quality and quantity of products they created.
Approaches (o motivation from the position of h lati

The managers" vision of the existing concept of “economic man” was
gradually replaced by the concept of “social man”. According to the
authors of this concept (Elton Mayo and his followers), the basis of
human motivation is mostly represented by social demands, and they. in
relationship with other people. perceive their individuality.

Approaches to motivation from the position of human resources.
This approach represents the further development and a certain
improvement of the concepts of “economic man™ and “social man”. In
particular. their followers are of the view that if the previous approaches
are aimed at manipulating behavior of the hired workers by means of
economic or social rewards, by this approach, if manager will be treating
them as the competent workers seeking to obtain the high-quality results,
then they have the effective leverage to increase labor productivity.
Actually, the concept of human resources is a certain foundation for
modern approaches to the staff motivation.

Modern approach to motivation. According to R. Dafi, modem
approach is formed under the influence of three basic theories — essential
theories. procedural theories and crowding theories of motivation. In
particular. ifthe essential theories of motivation are focused on interrelation
between the needs and motivation, and they analyze the factors impacted
on them, unlike it, the morivation procedural theories are studying the
process of determining his/her own behavoir by the executive. And the
crowding theories of motivation analyze the relationship between the
employees behavior and its consequences.

Based on the traditional classic theories, at the current stage. there
have been developed the alternative theories of motivation. which are
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mainly focused on the personality factors. Accordingly, when choosing the
motivation theory and approach, it must be r bered that motivation
is such a tender tool that the reverse effect of the ill-conceived system
goes far beyond the possible positive effect.

: o ; : . Traditioul ~ From te position of From the position of
That is why the 2 p ly the innovation-criented ones, “economic n1an" Saniak ioltisns R
for supporting the changes when designing the motivation system. have to sy - 6w qurey md i g 1 we et whovdinar 2 e
5 S 3 s Qulity of prodts competant wodk x>, then they
take into account the personal and individual-typological characteristics he e dffecuce lecage
of employees. \ [ =

In contemporary motivation theory, the category of “motivation™
has a broader interpretation. It is interpreted in different ways by
modern researchers, whose studies and analyses allow us for concluding
that motivation is an internal process of choosing one or another

Nmedut wavipd g e emgloes behasar towhthe
economic md social renand

o s

!

pprosches |

Ll repe

behavior by the person for satisfying his own needs, which is defined ¥ 3

by the cumulative impact of the external (incentives) and internal g frimnistgslrloniresy e B
(motivations) inspirational, inciting, rousing and driving forces. With . résronaising by ,:,:::"’.,:\ e e
this position, the motivations are classified by the needs (material, job ; .:,':""'"""'"" N Nt
and status motivation), used techniques (normative motivation, coercive Sy e s ;‘_"::"-"‘
motivation and stimulation) and commitment to achieving goals (positive . ;:'é:;;‘h. 3 "‘:"w * rwnning dry.

and negative motivation). But in general, the nature of motivation of L m» z ::p-

the person consists in the following:

o the basis for springing up motivation is represented by the
person’s needs, and since the individual needs are characteristic of every

Aleeruacive mod rrm heories

“MGrgor X md ) heone
* Ouehi - Z dwesry

employee, motivation is also individual for every employee: IS— =
. ) . . . VL Gerehllans s v pological model
o employee demonstrates a high level of his/her motivation only in

3 x s i ) "\""‘L:‘:::'.'M o K. Sheit - theory of prvchelogical
case when he/she sees his/her job as real opportunity for satisfying his/her riotn stiomsl compb contna

own needs and achieving the goals: B
e motivation of the same employee may have changed in the

SR i Fig. 1. Motivation theories and approaches to motivation
meantime, just as well as his/her needs. il SRS PP oty
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Staff motivation can be considered effective only if the directions of
two vectors of its behavoir (the active desires and needs of the employees:
goals and objectives of the organiztion) coincide. It is obvious that to
ensure this coincidence is quite difficult. but not impossible. There
are some principles, which we believe will have significant impact on
coincidence of these vectors, and, in general, on increasing motivation in
the innovative organiztions. In particular, these principles are as follows:

*  setting clear goals and objectives:

* linking the goal with rewarding and determining its assessment
criteria;

. ik

ing a healthy cli in the organization:
*  strengthening the role of moral incentives. along with material
incentives:

*  perceiving a specific person in accordance with personal qualities,
values. skills and other individual characteristics:

* using more positive incentives.

The second chapter of dissertation »Innovative changes in the
organization and problems of motivation management”. dwells on
studying such issues as innovative changes in the organizations in
general, and in higher education particularly. as well as the related
problems and identifying the factors of increasing the innovative
potential. It appears that the education sector has been a fong time. and
remains one of those innovative sectors of the economy, which, in fact,
determines the innovative activities of almost all other scctors, creates
an innovative climate and competitive environment in the country’s

y. Introduction of changes (i ions) in the ed ion system
can be associated with:

« the improvement of the goal of the education system, teaching/
learning methods, the form of organization and management system:

50

« the stylz of teaching activities and organizing the teaching-cognitive
process;

«  theknowledge monitoring system and the assessment of education
level:

+ the funding system:

«  educational and methodological support;

« educational activitics:

+ the improvement of educational curricula:

«  the activities of teachers and students.

In general, the essence of innovation in education consists in
searching for new approaches of young generation to education and to
its successful application. The basic types of the technologies. which are
being actively introduced in the universities educational processes, and
the application of which for teaching purposes, are being increasingly
extended. include: Internet technologies: electronic mail technologies:
computer education programs: Web-technologies: the Dean’s electronic
offices; e-learning. the mirror teaching methods and so on. In addition,
focus should be shifted from problems relating to the implementation of
technological changes in higher schools to those ones. which are directly
related to the expected behaviors of teaching staff in higher education
institutions. These problems include:

1. Creativity barrier. Members of the hing stafl. who are
accustomed 10 working with the old programs. have no desire to make

a difference. conduct training, take exams, develop, much less to spent
money onall this. Mostly. they are hostile to all novelties in the educational
system:

2. Conformism. Lack of desire for development, the fear of looking
out of place and ridiculous. Members of the teaching staff often refused
to make the unsual educational decisions:
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3. Trait anxiety. Due to self-doubt, a Ick of confidence in their own

safueya %
abilities. low self-esteem and b of fear in exp g their own g P JCEE N S viotact | =

views, some members of teaching staff are opposed to any change; s 2 o | oo | 2

4. Rigidity of thinking. Members of teaching staff holding rigidity é 5 } — ) = i

to past positions feel that their views are the only right solution, which = i | oyasoddo Ajeaneic | s

they see as irreversible. They are not eager to acquire new knowledge and g g wou ; o

skills. g; o 2soddo fawpe | ! 4

The main reason for evasion of innovations in the modern education 2 % whwgoapse | x| e
system consists in fact that with the app of new technologies and o 3 e Gl |
new devices, the quaetion arises as to whether these means will replace £ 2 Apamsod ] = = ‘
living labor. However, we should ber that these technolog § R |
mainly impact not on the number of jobs, but on the quality requirement i 5 1 woppag 2 -‘3 ]

E ]

- lal;or. i 3 i . i s ‘ Alrereg 3 ¢ 2
or the purpose of studying of the attitude to innovations and, 2 Gﬁ ‘.__. — !
lly. to the changes in the organiztion, we have carried out an g %é'\. ©3p1 0 IATH S -

- . . A g 2 e = e e
anonimous opnion polls among professors, teachers and the invited “ & o a = b=
specialists of Akaki Tsereteli State University and Kutaisi University on % 3 - b _,j
their attitude to innovations (see Table 1 ). g [ B % = $

As we see, willingness of teaching staft of KU to work where there = =¥ b3 S 5
are some diversity and changes is slightly higer — by <.4%, but the 3 %g:i Rl = =|

de to the changes or a positive perception of them - is higher by = E:. . (s 2

7.9%. than among the members of teaching stafl of ATSU. The cause of = é 85 —a e

this variance should be sought in proprictary relationships. In particular, it 24 € 7 g

Kutaisi University is a limited liability company, but ATSU - a legal entity s e %'a! | ~ v :_‘

of public law. As a rule, achieving competitive advantage, and especially 3 f g5 s 10N = sl ]

its maintenance. are impossible for the private universitics without the EE 5 o = -

1 d pace of i i 3 ; E i = - =

Willingness to come up with an innovative idea, or activity is much Z:E58 2A @ = =
higher (16,9%) at ATSU than at KU, and the implementation of the ideas

of the employees is also much highr (14.5%) at ATSU. C: onsequently, ®

the desired results of their activity are also different that we believe is 2 = § §

associated with proprietary relationships, again and again. = |- &
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In general, regarding teaching staff in Kutaisi, we can say that 87%
of them have a positive perception of changes, and 83,3% of them are
ready to work where there are some diversity and changes, and activity of
those who wish to come up with the innovative ideas is alsc high enough
(64.5%).

Based on this, we can lude that it is desirable that the devel
the innovative activities in higher education institutions would not be the
reslt of only the pressure from the univerities administrations. First of
all, the shift should be translated into the targeting of the establishement
of mnotivation system for these activities. Thus, the objective of the
management of higher education institution is to see these incentives and
use their capacities to achieve the desired objective.

The third chapter of dissertation “Modern methods of motivation
management in the innovation-oriented organiztions” focuses on study ing
and analyzing such issues, as: the use of modern methods of job motivation
diagnosis in the innovation-oriented organiz:ions, as well as enhancing
the performance of teaching staff and improving the motivation system
for professional activity.

The employees™ job motivation diagnosis in practical activities of
HR specialists is a datory el of correct, sound personnel policy
in any progressive organization. It allows us ‘or maintaining a high level
of motivation of the employees, by ways of improving the methods for
correcting and influencing their behavior. Of methods of st ff motivation
diagnosis (V. Gerchikoy’s Motype method: F. Herzberg’s methodology : S.
Richie and P. Martin’s Motivational Profile: Catalin Zamfir's and others’
methodologies), with account for their essence, capacitics, the nature
and specifics of their results obtained. for the mentioned two accredited
universities in Kutaisi, as the innovation-oriented organizations, on
the basis of the methodologies of C. Zamfir and F. Herzberg, we have
developed the questionnaire for survey, as well as the methodologies for
conducting this survey and processing materials obtained as a result of
research. However, unlike the Catalin Zamiir's methodology. which is
54

mostly based on 7 incentives, and by means of which the motivational
complex is determined with three main cc

p such as i
motivation, external positive motivation and external negative motivation

factors, we have chosen 15 incentives, which we believe express more
comprehensively motivational profiles of employees. These are:

+ Internal motivation factor: the opportunity for your full self-
fulfillment from given activities; the level of satisfaction from the process
itsclf and from the performance; pursuit of career advancement; a sense
of independence and freedom in decision making. and the professional
and creative growth;

+  External positive factors: salarics and material incentives; flexible
working hours: demand for social prestige and respect: physical working
environment: the relations between the teaching staff: the feedback in
activities, obtaining systematic information, which allows for analyzing
the results of your activities, and improving them: recognizing a job well
done and rewarding — moral encouragement;

+ External negative factors: fear of loosing a job; a desire 1o escape
a possible punishment and troubles; a desire to escape criticism from
managers and colleagues.

According to the survey results, the relationship between the external
positive, external negative and internal motivations among the teaching
staff of both universities and in the obtained results, has the following
form: exterral positive motivation > internal motivation > external
negative motivation (see Table 2). It should be noted that as the best,

ptimal ivational ¢ lex, there are considered two types of the
combination of motivation components:

internal motivation > external positive motivation > external negative
motivation:

or, if internal motivation = external positive motivation > external
negative motivation.
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Table 2.

The relationship between the external positive, external negative and internal motivations at Kutaisi University

s However. as cen be seen from the obtained results, internal motivation
T 2 l o B is slightly less (by 0.22) than external positive motivation that allows us for
i ke = coneluding that internal and external motivations among the teaching staff in
N 5 % Kutaisi are almost bal‘anced‘ This, on the ou.1e hand.. infiicates that, at WL
E the external encouraging methods have a higher priority among the teaching
i e oz-1 E; E 3 staff in the city of Kutaisi, but on the other hand, it points to an adequate
< . 2 |2 |[s level of their self-fulfilment, as well as to aspiration of improving their
% sek gy | . . g :
2 = =i professional «kills and achievements.
unigody | % 3 | % In addition, if we take into account the difficult economic situation
] [ “ S—A in the country. such result should come as no surprise. However, anyway,
sl 2 : X itis a good thing that among this staff, internal motivation is higher than
O s e - 5 external negative motivation.
< | “ £ In addition. it should be also noted that internal motivation is
it - :—- = 4 higher among the invited specialists (many of them are PhD students)
SE97 43pu) 3 g and assistant professors: internal motivation is also higher among the
b e D 2 | employees having a length of working at the University up to 10 years
'E g ol :—-jv that can be explained by their pursuit of career advancement.
Cical) Po— F 3 Based on the F. Herzberg's two-factor theory, we have also tried to
: '_:7 svie| 3 _—_E_ ? study the importance of 12 incentives we have chosen for the universities
H — oy s — employees. and the level of satisfacti by these i ives (see Table 3).
ol i I + And schematically, this imbalance has the following expression (see Fig. 2).
j 7 7-;; T rg o As is scen from the results of research, the highest level of
- r,"_‘“"w st e O il [ dissatisfaction by the i tives is among the significant incentives, such
Pl = a s
‘ é; 'gf.ommm_ ) z | KNA * salaries and material incentives - 1.59
' TR L O .3 iScatlll *  physical working environment - 1,06
siossajorg ?} ‘ 3 3 *  recognizing a job well done and rewarding - 0,97
I e 5 N *  the possibility of the professional and creative growth - 0.88
£, |E, E * the level of satisfaction from the process itself and from the
E2 B8 5 performance - 0,85
§§ E % i *  the feedback in activities, which allows for analyzing the results
1‘5 3 [5 e of your activities, and improving them - 0,84
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Table 3
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Fig. 2. Incentive values and incentive salisfaction

From the hierarchy of the teaching staff’s incentives (see Fig. 3)
composed in accordance with the significances of individual incentives,
the effective incentives (incentive, which increasingly affects the
employee’s activities) might include: salaries and material incentives
(4.77); good relations between the teaching staff (4,71): physical working
environment (4,70); recognizing a job well done and rewarding, or moral
encourigment (4,62): the possibility of the professional and creative growth
(training, retraining, professional improvement) (4.59); flexible working
hours (4.55). and the feedback in activities. which allows for analyzing
the results of vour activities, and improving them (4.51). The rest of the
incentives, which have been moved to the bottom of the hierarchy, do
little to incite people to work. and therefore. there are called potential
incentives, since over the time, the “weight” of individual incentives may
change under the influence of various social and psychological factors.
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Fig. 3. The hierarchy of incentives

For the purpose of job motivation diagnosis among the staff, the
structure of the respoondents participated in the survey is as follows: 26-
35 years old - 24 %: 36-45 years old - 20%:; 46-65 years old - 48%; and
over 65 years old - 8%. From them. 17% of respondents hold the acad
position of professor: associate professors — 47%: assistant professors —
9%, and 27% are the invited specialists. 19% of respond have working
experience of up to 5 years, 14% of them have working experinence from
6 10 10 years: 26% - from 11 to 20 years; and 41% of respondents have
working expoerinece of over 20 years. 40% of repondents are male, and
60% - females. Of them, 30% are unmarried, and 70% are married.

In order to offer the administrations of higher education institutions
in Kutaisi those factors of the teaching staffs motivation, which are
currently most relevant in these institution, and focus on which would
60

to the succesful solution of the objectives set before these institutions,
we used the factor analysis. which is based on the Pearson correlation,
and by means of which many variables are reduced to the relatively less

ber of more fund al values. For this purpose, of the presented
pairs, we left the possibility of the creative growth (training, retraining,
professional improvement). since it is linked functionally with the
remaining incentives more than any other one (see Table 4). Consequently,
the University’s administration will atempt to organize training, retraining
and professional improvement and internships for the teaching staff and
50 on, will have opportunity to develop many other motivating factors for
the staff.

Regarding the complex procedural assessment of motivation, the
results of rescarch have shown: 69.3% of professors and teachers belive
that they are rewarded adequately, 24.8% of them think that they are paid
adequately, and 55,3% of them belive that the remunaration of their labor
partially corresponds to the compensation of employees; for 35.5% of
respondents, the workload is fairly distributed among employees, but
30% of them believe that it is distributed just partially fairly; from the
system of rewarding, the system “those who work harder, make more™
is acceptable to the majority of staff (66%); also, it should be noted that
the work provides a sense of satisfaction to 78% of employees. and helps
them to achieve outcomes: at the same time. it is regrettable that less than
half of the teaching staff (47.8%) consider their job as stable, and 53.3%
of them are compelled to improve their skills, for fear of losing a job.

Inorder to ensure that the system allows the organization for achieving
its goals, and to make it effective, the organization has to stimulate the
achievement of results, but not exercising the duties envisaged in the job
description. In other words, employers are required to work for achieving
the goals, but not to be only on duty in the workplace. The practice when
the stimulation is tied to satisfactory execution of the job description is
totally wrong.
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.Table 4
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A correlation analysis of motivation factors
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Itis y to note that p ion of staff motivation is a complex
and inuous p When establishing the motivation system. we
have to take into account the relatively different factors, such as: on the
one hand. the employees” interests: the organization’s strategies: corporate
culture, ints, p | policies and so on: on the other
hand. as a rule. the changes occur conti Iy inall organizations, and it is
natural that they face the new challenges, the objective of the organizations
are changing, the ways and motivating resources for their solving are
being updated, and even the needs and views of people are changing as
well. Consequently, in order to contribute to enhancing the performance
of the teaching staff. and ensure motivation of professional activities, it
is necessary 1o take into account the objective specific characteristics of
this profession. such as profc *s work content and his/her working
conditions, as well as personal specific qualities of employees, such as
values, purposefulness, interests. needs and incentives.

Thei ives iated with p ional activities of the teaching
stalf can be split into three groups: incentives of labor activities: carcer
choice incentives and job choice incentives. It can be said that concrete
activities of employees of higher education institutions are ultimately
defined by a cumulative impact of these incentives. The relationship
of these incentives determines the behavior of employees, creates its
motivational structure, which is more or less stable, although it is subject
1o the targeted formation. In other words, in fact, every employee has his/
her own motivational structure, in which the leading place is occupied by
a motivating kernel.

The ivating kerel rep the bination of of leading
motivations and incentives used to determine their behavior. In the
motivating kemel, a disti is drawn the layers, which
are associated with: labor values, job practical requirements and an

h

assessment of the probability of impl ing these requi ina
particular situation.
The results obtained by the g lization of survey (see Table 5)

conducted for identifying the motivating kernel in the structure of the
teaching stall incentives, have shown that incentive for choosing a
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profession as a workplace, where the conditions for self-fulfilment of the
teaching staff are created, is conditioned by the followng: a desire to be in
the intellectual environment — 59,3%, material benefit - 59,3%: a desire of
self-development - 54,0%. Along with these incentives, among incentives
for choosing the particular institution of higher education, a distinction is
drawn bety the impl ion of a scientific educational potential
~56,3% and the image and prestige of educational institution — 51,8%.
And of incentives associated with content of professional activities. the
motivating kerne! includes such incentives as: relations with the younger
generation — 66,8%; the pursuit of self-fulfilment — 63,8%; the possibility
of sharing own knowledge and experience - 54.8%.

In an hierarchy of incentives, the priority of incentives for choosing
a profession as a workplace, the particular institution of higher education
and for professional activities, is indicated by fact that 50% of respondents
have chosen them that allows us for including them in the structure of
motivating kemnel of incentives of the teaching staff (see Diagram 1).

Thus, the motivating kemel of the teaching staff of higher school in
Kutaisi includes those incentives, which are mostly associated with work
content (a desire for self-development, the possibility of sharing own
knowledge and experience; implementation of a scientific educational
potential; relation with younger generation, the pursuit of self-fulfilment)
and specific working conditions characteristic of higher education
institutions (a desire to be in the intellectual environment: material
benefit; the image and prestige of educational institution).

In our view. in order to obtain success in the oganizations, in general
and within their structures, it is not only desirable, but compulsory to
ensure the creation, existence and functioning of a staff motivation system
in its continuous development mode. It must be flexible, individualized
and situational, where necessary.

The system of motivation of professional improvement of the

hing staff implies a set of el which is created for achieving
preset objectives. This system implies a plex of the p ts of
social relationships. which conditions high working efficiency and work
satisfaction. There are many versions of the job motivation systems, and
64

consequently, managers wishing to obtain success, integrate into the
motivation system those directions, which are particularly important at
a given time. 2

Table S
“The structure of labor incentives of employecs at higher schools of Kutaisi

Tncentive for choosing # | Incentives for choosing the | Incentives for professional
P ion as a i of activities

higher education

The circumstaszes 9,8% | Advice and recomendation from Prestigious work
a familiar person 233%
"
Family traci tions. Satisfaction at work acluevements
10.5% Crther circumstances 20.3%
- 18%

Infatuation with industry knowledpe
3%

Prestigious occupation Conventent location (temtonal

20.3% proximity)
2% Material benefit
34.5%
A desire 10 eagage in Corporate culture and an l
teachng aciivities enabling psychological
37.5% environment “ Good relations among the teaching
315% ‘ staff
39.0%
A devito o ongagcin An opportunity forcareer | Infatuation with research activities
research aclivities Sevelopitienl sk
425% 37.5%
A desire 1o trensfer the Sability and lity of'job The possibility of sharing own
cumulative knewledge to 47 knowledge and
the future generation Decent S48% |
48.0% 47.3% |
A desire of sel(-Tulfilment | The pursuit of
54,0% “The image and prestige of | elf-fulfilment
cducational institution Qa%
A desire to be in the 51.8% |
intellectual eaviroament \ Bilitons it
‘ 93% | Implemeatation of a b sl
‘ . scientific educational 668%
Material benetit 593 % potential
563%
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1. Good reiations among the teaching staff - 50%
2. A desire (o be in the intellectual

environment — 56,3%
psychoiugical environment - 56.3%

3. Material benefit - 56.3%
4. Corporate culture and an enabling

Based on the carried out h i igations, we also highlighted
those directions of motivation and incentives, which are currently most
I for higher education institutions in Kutaisi. In particular:

+ bringing the level of wages in line with the requirements
of the labor market. and binding the level of remuneration rate to job
performance:

* fair working conditions, equal opportunities of career and
recognizing personal contribution to the overall success:

*  creating appropriate physical conditions for work:

* providing opportunities career development, advancement
and realizing their scientific educational § ial. and devel
programs for education, career retrining and training:

* creatiung an atmosphere of mutual trust in the team.

ping the

Conclusicns and recommendations. As has been mentioned above.
our goal is to study manifestation of specifics of job motivation in the
innovative organiztions. For this purpose, as a result of theoretical and

experimental studies we carried out, the conclusions and dati
have been obiained as follows:
1. History of 2 and h i igations performed,

as well as practical experimnece in this area. confirm that emplyees
can only achieve the organization’s goals and display maximally their
abilities. when they are appropriately motivated.

2. Motivation is inextricably linked to the needs of personnel. The
needs are those which determine behavorial motives of people, and the
latter ones — all their work, thinking and feeling.

3. Job satisfaction is a result of correlation the internal external
positive factors. In addition, if we do not have even a single group of
factors, job becomes unbearable. But if we have only the external positive
factors — job satisfaction level is minimal. If there are only the internal
factors. employees like their job. but they are not given the opportunity to
work, but if we have both factor groups, job brings maximal pleasure.
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4. The attitude of people to innovations (changes) by their reactions
can be divided into four groups: people coming up with ideas of changes:
people welcoming these changes: people fecling no excitement over the
changes, and people opposing to these changes.

5. Motivation management in the innovative organizations is
characterized by specificities. lts success depends largely upon such
principles as: the principle of setting clear goals and objectives: a
healthy climate principle; a particular role of moral incentives and other
characteristics.

6. The main feature of innovative management in higher education
consists in fact that the use of technological innovations is accompanied
by radical changes in teaching methods and techniques, relations betwwen
the teaching staff and students, as well as in modemn theory and practice
of education.

7. Contentof theteaching staffactivities in the innovative educational
process differs significantly from the existing one. In the modern world’s
educational society, there has been introduced the term “facilitator™.
A facilitator is someone who helps students towards their studies and
stresses the particular importance of this function of the teaching staff.

8. Qualified management of staff in the innovative organiztions is

possible without gthening social and psychological methods of
motivation.

9. For supporting and developing the innovative activities from the
administration of higher education institution, first of all, establishment
of the activities motivating system should serve as a guideline in this
respect.

10. Motivation of the teaching staff can be considred e fective only if
there are ensured: the pressing desires and needs of professor as a person,
which can be met at the given university. as well as his/her ability to fulfil
the University’s objectives.

I1. In motivation 2 ger is required 10 ensure more

activation of those incentives, which already ex:st inside of employees.
68

12.In order to ensure that the system allows the organization
for achieving its goals, and to make it effective, the organization has
to stimulate the achievement of results, but not exercising the duties
envisaged in the job description. In other words, employers are required to
work for achieving the goals, but not to be only on duty in the workplace.

The practice when the stimulation is tied to satisfactory ion of the
job description is totally wrong.
13.In order to obtain in the oganizations, in general and

within their structures, it is not only desirable, but compulsory to ensure
the creation, existence and functioning of a staff motivation system in its
continuous development mode. It must be flexible, individualized and
situational, where necessary.
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