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TRENDS IN THE DEVELOPMENT OF MOTIVATIONAL MECHANISMS FOR
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A.Yerkimbayeva
Almaty Management University, Almaty, Kazakhstan

e-mail: tsekz@mail.ru

Abstract. Among the functions of management, motivation occupies one of the most important places. The term
"motivation" derives from the Latin word movere, meaning "to strive towards a goal" or "to move". In modern definitions,
motivation is also linked to these notions. It is a driving force that provides an incentive and prompts action. For any
medical worker, it is important to consider motivation not in general terms but from the perspective of management,
directly connected to the working environment and employees. The motivation function supports communication between
employees and employers and helps establish healthy business relationships. The article examines theories of motivation
and various motivational methods. Examples from specific institutions illustrate the appropriateness of using different
motivational methods. The article also presents various methods for motivating employees. The survey found that the
planning and implementation of incentive measures are associated with employees' assessments of the quality of their
work and working conditions. Organizations that actively implement motivational measures tend to have more loyal and
stable personnel who are engaged in achieving common goals. Implementing the motivation function is significant for
any organization, provided that managers consider well-grounded recommendations and competently structure the
motivation process.
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MEJIMNIMHAJIBIK MEKEMEJIEPIAIH BACKAPY INIEPCOHAJIBIH bIHTAJIAH/IbIPY
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Annarna. backapy (QyHKUMSUIApBIHBIH 1MIHE MOTHUBALIMS MaHbI3/Ibl OpBIHAAPABIH OipiH anajsl. "MortuBaius”
YFBIMBI JIATBIH TUTIHEH, SFHM MaKCaTKa YMTBLIY, KO3FalbIC JCreHmi OLImipeTiH movere cesiHeH ImmbiKKaH. Kasipri
aHbIKTaMayapZa MOTHBAIMs Ja OChl YFhIMIAPMEH OaiylaHbICThl. Byn ajamra bIHTanaHIslpy OepeTiH, OHBI dpEKeTKe
UTEpMEJICHTIH KO3Faybl Ky, Ke3 kenreH MeAnIiHa KbI3METKEP1 YIIIiH MOTHBAIUSHBI XKaJITbl eMEeC, )KYMbIC OpTachl MEH
KbI3METKEpJIepMEH Tikeseil OaiiaHbICThl OacKapy TYpFBICBIHAH KapacThlpy MaHb3Abl. MoTHBaums (yHKIHSICHI
KbI3METKEpJIep MEH >KYMbIC OepylIiijiep apachblHJIarbl KapbIM-KaTBIHACTBI, COHJAH-aK caiayaTThl iCKEpJiK KapbIM-
KaTbIHACTBl KaMmTaMmachl3 ereli. Makanaga MOTHMBanWs TEOpHsUIaphl MEH MOTHBAIMSHBIH OpTYpJi Kypaigapsl
KapacThIPBUIAIBL. Op TYPIi MOTHBAIMSIIBIK, KYPaAapabl KOIIaHYIBIH OPBIHIBUIBIFEI KeWOip skarmaitnapaa Oenrini Oip
MEKeMeJIep/IiH MBICaJIbIH/Ia aHBIKTaNIABl. MaKasaaa KbI3METKepIIep/ii bIHTaIaHABIPYIBIH SPTYPIIl TaCUIAEpl MEH aaicTepi
KeNTipinreH. 3epTTeyinep MeH OaKpulayllapra CyWeHe OTBIPHIN, S9PTYPJi BIHTAIAHABIPY IIapallapblH KOCHapiay JKoHE
JKY3ere achIpy KBI3METKEpIIEpIiH KYMBIC calachlHa OH oCep eTeldl, opKaHCBHICBIHBIH OHIMAUIITIH apTTHIPAAbl XKOHE
OacuIbLIBIKKA MaKCUMaJIbl THIMJIUIIKKE KOJ JKeTKi3yre kemekrecesi. Kpl3ameTkepiiepre MOTHBaIMSJIBIK IIapaiap/bl
OesiceH 1l KONJIaHaThIH YIBIMIap/IbIH TaObICKA J)KETYy MYMKIHJIITT )KOFapbl, OWTKEHI OJIap/IbIH OpTaK MaKcaTTapra OenceH/Ii
KAaTBICATBIH aJaJl )KOHE TYPAKThl KbI3MeTKepiepi 6ap. MoTHBAaLMSIIBIK (yHKIMSHBI )KY3€re achbIpy Ke3-KeJIIeH YHbIM YIIiH
tuimai. EH 6acTeickl, 6aciibuiap 6enrii 0ip YCBIHBICTAPAbl €CKEPIll, MOTHBALIMS MPOLIECIH CayaTThl XKYPri3e anajpl.

KinT ce3nep: moTuBanus, MeMIMHA KbI3METKEpJIepi, €HOEK, JaMy TeHICHIHSIaphI.
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AoctpakTt. Cpenu (yHKIMHA ynpaBiIeHHs MOTHBALMS 3aHUMAeT ONHO W3 BakHeHmuXx wMecT. [loHsTne
«MOTHBALUS» TPOUCXOAUT M3 JIATHHCKOTO SI3bIKa, 2 UMEHHO OT CJOBa movere, YTO O3HA4aeT CTPEeMJICHHE K IIeIH,
JBIDKEHHE. B COBpEMEHHBIX ONpENeNeHUAX MOTHBAIM TAaKKE CBS3aHA C ITUMH IMOHATHAMH. OJTO JBIKYIIAs CHIIA,
KoTOpasi aéT YeloBeKy CTUMYI M MOOyXJaeT ero k aeWctBuio. I 1r000ro MEAWIIMHCKOTO PAOOTHHKA BaXKHO
paccMaTpuBaTh MOTHBAIMIO HE B OOIIEM, a C TOUKH 3PEHUSI YIIPABIEHH, HAPSIMYIO CBSI3aHHOTO ¢ pabodeit cpenoil u
coTpynHuKaMu. OYHKIMS MOTUBALIMK 00€CIIEYMBAET KOMMYHHKAIIUIO MEXKTy COTPYIHUKAMHU U PabOTONATEISIMH, & TAKXKe
YCTaHOBJIEHHE 37IOPOBBIX JIETOBBIX OTHOILIEHHH. B cTaThe paccMaTpuBarOTCA TEOPUH MOTHBALIMU U Pa3JIMYHbIE CPEICTBA
MoTtuBauu. llenecoobpa3HOCTs UCIONIB30BaHUS Pa3IUYHBIX CPEICTB MOTHBAILIMH TOKa3aHa Ha IpUMepe KOHKPETHBIX
yupexJaeHuil. B crarbe Takxke mpencTaBlieHbl paziIM4HbIE CIIOCOOBI M METOIBI MOTHBALMM COTPYAHMKOB. Ha ocHOBe
MPOBEIEHHOTO OMPOCa YyCTAHOBIEHO, YTO IJIAHUPOBAHUE U peann3alys CTUMYIMPYIOIIMX MEPOIIPUATHUI CBA3aHBI C TEM,
KaK COTPYIHHKHM OLIEHMBAIOT KauyecTBO CBOEH pabOTBl M ycinoBusi Tpyga. OpraHuzanuy, akTHBHO IPHMEHSIOIINE
MOTHBALMOHHBIE MEpHI, KaK MPaBWJIO, OTIMYAIOTCS OoJiee JOSIIbHBIM M CTAOMIBHBIM IIEPCOHAIOM, BOBJICUYEHHBIM B
JOCTIDKEHUE 00IMX 1ienell. Peanu3arist MOTHBaMOHHOHN (QYHKIIMY 3HAYMMA IS JII000H OpraHn3auy IpHu yCIOBHH, YTO
PYKOBOAWTEINH yYUTHIBAIOT 0O0CHOBaHHBIE PEKOMEH/IAIIU ¥ TPAMOTHO BBICTPAUBAIOT MPOIIECC MOTHUBALIUH.

KarodeBble ci10Ba: MOTHBAINS, MEIUIIMHCKHE PAOOTHHUKH, TPy, TEHACHIINN Pa3BUTHSL.

Introduction various factors other than financial ones were

Motivation is the driving force behind identified as influencing labor motivation
human behavior. The word "motive" is of Latin (Latham & Pinder, 2005). Today, a variety of
origin (from movere) and is defined as the factors can motivate employees, such as
reason for any action or behavior. It is essential promotions, additional benefits, increased
in every aspect of life and has a significant status, and the fulfilment of social needs. In the
impact on individuals' daily lives. Motivation twenty-first century, human resources have
i1s a crucial management function. It plays a gained significant importance. Companies
pivotal role in fostering healthy and productive have recognized this as one of the most
relationships  between  employees and important factors in carrying out their
employers, which 1is important in any activities, and, as a result, motivation has
organization. Although some authors (Samson, become one of the key factors that can benefit
Donnet & Daft, 2020) do not consider both the employer and the employee
motivation a separate management function, it (Herzberg, 1966). Organizations that have
remains an integral part of management. recognized this are currently functioning
Before discussing how important it is to study successfully in the market.
and apply motivation in an organization and Given the importance of this issue, the
the positive influence it can have on present work focuses on motivation as one of
productivity and efficiency, it is worth the most important functions of management.
considering where the concept of motivation For this study, two medical clinics and their
originated. Motivation has become more staff (25 employees) were selected. A survey
relevant and widely practiced in modern was conducted using a specially designed
society in recent decades. However, it can be questionnaire; the results were analyzed, and
traced back to the late nineteenth and early conclusions were drawn. The article identifies
twentieth centuries, when Frederick Taylor, ways to increase employee motivation and the
one of the founders of the management school, factors that have the greatest impact on it. It
proposed a system for organizing labor explores various theories of motivation, but its
(Taylor, 1911). He believed there was a main aim is to investigate how different
connection between wages and productivity: motivational measures relate to employees in
people worked to maximize their output outpatient clinics. The article seeks to
because their goal was to earn money. Later, determine the extent to which employee
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motivation is implemented in the selected
institutions, how employees perceive it, and
how incentives contribute to motivation. The
initial hypothesis was that motivation is
associated with higher employee productivity
and that employee incentives can improve
organizational performance. Accordingly, the
study also aimed to identify ways to increase
employee motivation and the external and
internal factors that positively or negatively
affect it. Based on these objectives, the
following tasks were defined: examining the
characteristics and specific features of
employees' work, analyzing work schedules,
reviewing the employer's motivational
practices, identifying factors that enhance
employee motivation, and assessing the
effectiveness of implemented motivational
measures within organizations.

Literature review

In developing the work, a wide range of
scholarly sources in both Kazakh and English
were  reviewed, including  academic
monographs, peer-reviewed articles, and
specialized literature on the multifaceted
nature of motivation.

One contribution focusing on the
theoretical foundations of motivation provides
an overview of motivational theories, traces
their evolution from antiquity to contemporary
perspectives, and offers an analytical
interpretation of their core principles (Ryan et
al., 2019). To further clarify the conceptual
essence of motivational theories and identify
interconnections and key problems across
historical stages, the present review also drew
on work that approaches motivation through a
psychological lens, linking it to constructs such
as personality, individual traits, and emotional
dynamics (Kanfer, R., 1990).

«Organizational Behavior: Managing
People and Organizations» by Ricky Griffin
and  Gregory  Moorhead incorporates
contemporary case studies featuring figures
and organizations such as Steve Jobs, Eddie
Bauer, and Nike, emphasizing modern
managerial challenges, leadership paradigms,
and the principles of human behavior within
present-day organizational contexts (Griffin,
R. W, & Moorhead, G., 2017). From a
theoretical ~ standpoint, = motivation  is
commonly regarded as part of the directing
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(leading) function of management, alongside
leadership, communication, and supervision,
rather than as a wholly separate function
(Koontz &  Weihrich, 2016). Some
classifications, however, list motivation as a
principal function of management, reflecting
differing views on how the managerial process
should be structured (Lloyd & Aho, 2020).
Contemporary ~ management  scholarship
increasingly treats the human resources
(staffing) function as a distinct function,
alongside planning, organizing, leading, and
controlling. This shift reflects how central
people have become to organizational work
(Farndale et al., 2020). Although different
authors describe management functions in
different ways, motivation runs through all of
them: it is part of both the leading function and
human resource management. Motivation can
therefore be seen as one of the key elements of
management, important to the work of any
organization.

There is no single, definitive definition
of motivation. Different scholars offer varying
definitions and emphasize different aspects
when explaining its essence, although there is
a general shared understanding.

Motivation is a universal process that
affects all people, regardless of their individual
characteristics, providing them with the drive
to act; in this sense, it can be seen as a source
of inspiration. The process itself, however,
affects individuals differently. This has
produced a long-standing scholarly interest in
the essence and significance of motivation,
resulting in numerous theories.

Theories of motivation date back to
ancient times. Similar ideas existed in ancient
Greece in the concept of hedonism. Hedonism
is a branch of ethics derived from the Greek
word hédoné ("pleasure"); according to this
concept, the goal of life is to experience the
greatest pleasure (Cafaro, 2001). In ancient
Greece, it was believed that humans direct
their energy towards pleasure and away from
pain, and this belief served as a foundation for
later understandings of motivation (Kwo,
Moore & Jones, 2004). The idea was further
developed by figures such as Jeremy Bentham
and John Locke.

Human resource management, in turn,
involves the development and implementation
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of an organizational system that promotes the
comprehensive development of a person's
qualities and abilities and their effective use to
achieve the organization’s goals; it
encompasses the entire process of recruiting,
distributing, and hiring personnel. In the
medical field, doctors' career choices
significantly contribute to the development of
the healthcare system. In developed countries,
the professional interests of graduate and
recent medical students have been mapped to
identify the need for doctors to fill vacancies
and to develop the system. Interventions can be
undertaken if an imbalance in professional
interests is detected, which could otherwise
lead to an unmet need for one of the physician's
roles. The decision to choose a career path is
based on the motivation formed during
medical education; according to Kusurkar, this
motivation can change and largely depends on
internal and external factors (Kusurkar et al.,
2011). The problem of the shortage and uneven
distribution of doctors remains relevant, and
the need for medical personnel is easier to
manage and predict at an early stage when the
career preferences of future doctors can be
determined. Interventions at the level of
medical and university curricula that take
internal and external motivational factors into
account have been shown to change the career
preferences of future doctors, helping prevent
a shortage of doctors in certain positions.
Although a body of research exists, evidence
on motivation in the medical field remains
comparatively limited and fragmented; some
medical faculties maintain research centers
specializing in clinical and non-clinical fields,
such as bioethics and health economics.

Research Methods

The study employed a mixed-methods
design, combining qualitative and quantitative
approaches. Data were collected through a
structured questionnaire developed
specifically for this study, complemented by
structured interviews with employees.

The study was conducted in two
outpatient clinics belonging to the same
medical network. The sample comprised 25
employees in different positions, including
doctors, nurses, registry staff, and support
staff.

41

The questionnaire was organized into six
sections: (1) general information (gender, age,
length of service, and position); (2) satisfaction
with working conditions; (3) financial and
non-financial motivational factors; (4) attitude
toward management; (5) opportunities for
professional development and training; and (6)
the influence of the moral climate in the team
on motivation. Items combined rating scales
and open-ended questions; for example,
respondents rated their satisfaction with salary
on a 10-point scale and indicated which
motivational factor they considered most
important, whether they received support from
management, and how they assessed
opportunities for career growth.

The data was analyzed using both
quantitative  and  qualitative = methods.
Quantitative responses were summarized as
frequencies and percentages to identify the
motivational factors most and least frequently
reported by respondents.

Throughout the research, particular
attention was given to ethical considerations,
which were integrated into every stage of the
study.

Results and Discussion

The results of the study show that
respondents associated career development
with better quality and stability in their work.
This conclusion is consistent with the main
provisions of the human capital theory, which
holds that organizational investments in
improving personnel competence and skills
increase labor productivity. In the hospital
environment, investments in clinical training,
professional certification, coaching, and clear
career paths not only improve technical skills,
but also strengthen employee self-confidence
and professional commitment - factors that
greatly determine the quality and stability of
patient care.

Empirical research in the field of
healthcare and services supports these
conclusions. The study showed that a work
environment that supports career development
is closely linked to improved hospital staff
efficiency, as employees feel valued and have
clear career prospects. In addition, a study of
career development strategies in medical
institutions concluded that the availability of
training programs and career cards
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significantly improves the effectiveness of
clinical staff. Such findings suggest a pathway
through which career development may
operate: training programs can improve
technical skills and support more efficient task
completion (Van der Heijden, Brown
Mahoney, & Xu, 2019).

Motivation to work is one of the main
psychological factors that determine the
quality of employees' behaviour in performing
their duties. A high level of motivation, as a
rule, encourages employees to work more
effectively, increase efficiency, and meet
established work standards. The survey
responses indicate that employees regard work
motivation as closely connected to the quality
of their performance. This conclusion is
consistent with both classical and modern
theories of motivation, in which motivation is

considered the primary factor directing
individual  energy  towards  achieving
organizational goals. Highly motivated

employees, as a rule, demonstrate initiative,
strong commitment to work, and high stability
in meeting service standards. In the hospital
context, motivation is closely related to the
care, thoroughness, and professionalism of
medical professionals in providing patient
care. A systematic review of health-worker
motivation reports that higher motivation is
associated with better patient interactions,
greater work efficiency, and stronger
teamwork, which are related to the quality of
hospital services (Willis-Shattuck et al., 2008).
In addition, motivation to work is often divided
into two dimensions: intrinsic motivation
(internal motivations such as job satisfaction,
professional pride, and job meaningfulness)
and extrinsic motivation (rewards, wages,
leadership, or promotion). Several studies have
shown that intrinsic motivation has a stronger
impact on sustained performance than extrinsic
motivation. This is relevant for a hospital
situation where a high workload sometimes
makes financial rewards insufficient; however,
when employees feel that their work makes
sense, they continue to work with maximum
efficiency. Other studies also confirm that
motivation to work is an important mediator
between managerial factors and employee
productivity. For example, management
support, interpersonal relationships, and a
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supportive work environment have been
associated with higher motivation
(Bonenberger, Aikins, Akweongo, & Wyss,
2014). This shows that motivation to work is
not only a personal aspect but is also
influenced by the organization’s management
system. The human resources management
process includes several stages, namely:

— Astrategic approach to the human resources
management process;

— The impact of external factors on human
resources management;

— Recruitment of human resources;

— Training and professional development of
employees;

— Evaluation of employees' performance;

— Promotion, incentives, and dismissal of
employees;

— Training of management personnel.

The main thing in management is the
ability to work with people, to pursue their
interests, and to increase the company's
productivity and profits continually. It is also
important to give ordinary employees the right
to  participate in the organization’s
management. For an organization to achieve its
goals successfully, it is not enough to address
organizational, technical, and resource issues
and attract qualified personnel; it is also
necessary to organize the work process so that
each employee is motivated and interested in
achieving the set goals. A strategic approach to
the human resources management process is
based on three main principles. First, any
manager, regardless of their position, takes
responsibility for managing human resources.
They determine the required amount of labor
based on the workload and create conditions
for the full development of employees'
potential.  This  includes  professional
development and training. Second, employees
are a valuable asset for the organization. It is

the employees, not the buildings and
structures, who determine an organization’s
competitiveness through their activities.

Therefore, the selection and use of personnel
management methods are necessary for the
effectiveness of an organization’s operations.
Thirdly, specific approaches to human
resources ~ management  facilitate  the
integration of the organization’s goals and



Eurasian Journal of Entrepreneurship, Vol. 2. No. 2,2026 ISSN 3106-1524, eISSN 3106-1516

objectives. At the current stage, managers face
crucial strategic challenges, and in the next
phase of the organization’s development, they
define the tasks, responsibilities, and
qualifications for each position (Bonenberger
et al., 2014). This serves as the foundation for
developing a program to meet the
organization’s  workforce demand. The
program should encompass measures to
attract, hire, train, and promote employees in
the necessary numbers and with the necessary
qualifications.

When developing the program, it is also
necessary to consider the country's current
employment and wage legislation. When
developing  such  programs,  national
employment and wage legislation must also be
considered; in Kazakhstan, this is governed by
the Labour Code (Buribayev et al., 2022). It is
worth noting that until recently, the concept of
"human resources management" was not
present in our management practices. Although
each organization had a functional subsystem
for managing the social development of its
workforce, most human resources
management was carried out by department
heads.

Human resources management can
improve the company's efficiency in the
following ways:

Improve the skills and attitudes of
employees;

Promote a positive work environment
and increase motivation; Give employees the
freedom to use their skills and expertise to their
full potential. As we transition to a market
economy, we are gradually moving away from
hierarchical management and a rigid system of
administrative control, which requires a new
approach to prioritization (Van der Heijden,
Brown Mahoney & Xu, 2019). Human

resources management is based on the
following principles:

1) The need for close coordination

between personnel planning and the
development strategy of an organization
(firm);

2) Quantitative assessment of staff costs
and their impact on economic production
indicators;

3) Determination of the necessary
compensation package for effective work in
the labor market; Human resources
management as a management function is
designed to unite and coordinate all other
functions (Buchan, J., & Aiken, L., 2008). This
is achieved through the implementation of
principles for working with personnel and their
interactions. The main objectives of human
resources management are: attracting an
effective workforce, developing its potential,
and supporting it in the long term. Achieving
these goals requires applying planning,
forecasting, training, and evaluation skills, as
well as a clear and transparent system of
rewards and penalties for staff, reflected in
internal regulations. The recruitment, training,
development, and retention of qualified staff
are key to organizational effectiveness; when
employees feel undervalued, their engagement
and retention tend to decline. Additionally,
when employees feel unappreciated, they tend
to put less effort into contributing to the
organization’s success and seek other jobs
where they are valued. This is why it is crucial
to involve human resources professionals in
the organization.

Based on the analysis of the survey
responses (n = 25), the motivational factors
named most and least frequently by
respondents are presented in Table 1 and
Figure 1.

Table 1. Motivational factors reported by respondents (n = 25)

Motivational factor Respondents Share, %
Fixed salary 18 72
Gratitude and moral support from management 16 64
Opportunity for professional development 14 56
Favourable psychological climate in the team 13 52
Availability of bonuses 9 36
Participation in corporate events 7 28
Note: compiled by the author.
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A fixed salary was most often identified,
followed by recognition and moral support
from  management, opportunities  for
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professional development, and a favourable
team climate; bonuses and corporate events
were named least often.

o
o

Figure 1. Distribution of motivational factors reported by respondents (n = 25), %.
Note: compiled by the author.

Conclusion

The study showed that various factors
shape employee motivation in the medical
field. The survey responses revealed that
employees value not only wages but also moral
support, professional development, and a
positive psychological climate within the team,
underscoring the need for a comprehensive
approach to motivation. Respondents most
often cited stability, recognition in the
workplace, and clear paths for professional
growth as important. In contrast, some
traditional tools, such as one-off bonuses and
corporate events, were cited less often. This
suggests that management should reconsider
the motivation system and design measures
tailored to employees' specific needs and
expectations.

A notable share of respondents cited
limited feedback, limited opportunities for
professional growth, and insufficient moral
support from management. This indicates that,
in their experience, the motivation system
tends to be concentrated around wages while
other aspects receive less attention. One-sided
material incentives alone appear insufficient:
professional recognition, opportunities for
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personal development, and respect within the
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